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ABSTRACT
This dissertation examines the relationship between leadership style 
and happiness for elementary school principals. The sample included 162 of 
the 558 elementary school principals contacted from four counties in Illinois: 
DuPage, Will, Lake, and Kane counties. Two variables were considered: 
leadership style and happiness. The leadership style was examined through 
the use of the Multifactor Leadership Questionnaire (MLQ), and happiness 
was measured by using the Psychap PHI.
The sample of 162 respondents was 70% female; 51% were aged 
between 51 and 60; 25% had 10 to 20 years of experience; 55% were public 
school administrators; 35% had 200 to 400 students in their school; and 27% 
of the schools had 26 to 40 staff members.
The research found a relationship between transformational leadership 
and happiness as well as servant leadership and happiness. Further, 
demographic factors of gender, age, experience of the principal, type of school 
(public vs. private), number of students in the school, and the number of staff 
in the school were examined. There was a relationship between the 
demographics of school type and leadership style as well as the demographics 
of staff size and happiness. These results offer insight to universities as they 
prepare principals for leadership as well as superintendents as they consider 
candidates for the principalship.
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CHAPTER 1
INTRODUCTION TO THE STUDY
Background and Rationale 
Leadership is establishing direction and influencing others to follow that 
direction. For school administrators, leadership has many faces in staff, 
students, and parents. The principalship requires strong and clear leadership 
to provide direction for the learning environment of the school. This can be a 
strong challenge and can, at times, seem thankless. In serving the multiple 
constituencies of students, staffs, parents, and community, principals have 
many pressures. This responsibility to pass to the next generation the values 
and goals of society is a community function served through education. 
Children can offer amazing challenges in behavior and learning needs.
Further, the education of children can arouse great passion for parents. 
Their perspective can be seriously skewed by their concern for their own 
children. At times this puts them at odds with their children’s school and 
specifically with the figurehead of the school-the principal.
The principal also offers leadership to a staff of people with the 
common goal of meaningful education. At times, relationships between the 
staff and the principal are in conflict when values, vision, resources, or
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
2direction are not shared. The profession of the principalship can be the vortex 
of these constituencies, with each having different and possibly conflicting 
expectations.
Against this backdrop of interpersonal considerations, principals also 
navigate through a myriad of bureaucratic rules and documentation to serve 
the children of their school. The responsibilities of the school leadership fall 
largely on the shoulders of the principal, making it a challenging and 
demanding position.
As one considers the leadership environment for principals and the 
important work that they do, one might consider how happy they are as they fill 
their role as educational leaders of their schools. Questions of happiness and 
leadership are the focus of this study. Principals make choices in leadership 
that manifest as leadership style. A principal can be an agent of change, a 
transformational leader, or a supporter of status quo, a transactional leader. 
Looking at this leadership style against the backdrop of happiness guides this 
work.
This work of looking at leadership style against the backdrop of 
happiness was guided by five research questions: Do leadership profiles differ 
between happy people and unhappy people? Do servant leaders differ from 
traditional leaders in their happiness profiles? Do transformational leaders 
differ from nontransformational leaders in their happiness profiles? Do 
transactional leaders differ from nontransactional leaders in their happiness
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
3profiles? Do leadership and happiness profiles differ by demographics?
These questions reflect curiosity about the understanding of educational 
leadership styles and the happiness found in these leadership choices.
Educational leaders seek to be effective, and effective leadership
requires identifiably strong skills in leadership. Many people are presently
seeking to understand--and many people are writing about-the concept of
leadership (McNamara, 2000). Traditional leadership is based on the belief
that power is bestowed on the leader based on the traditions of the past.
Weber's (1947) interest in the nature of power and authority described three
characteristics of traditional leadership: (1) having control and power because
those holding the position before them had control and power, (2) being
followed because of personal loyalty to the position, not the leader, and (3)
being promoted based on favoritism and office politics. Burns (1978) and
Bass (1985) challenge this model and describe effective leadership differently.
The paradigm that emerges describes leadership styles as falling on a
continuum between transformational leadership and transactional leadership.
Burns (1978) coined the term “transformational leadership” to describe
the ideal situation between leaders and followers:
The premise of this leadership is that, whatever the separate interests 
persons might hold, they are presently or potentially united in the 
pursuit of “higher” goals, the realization of which is tested by the 
achievement of significant change that represents the collective or 
pooled interests of leaders and followers, (pp. 425-426)
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
4Burns describes transactional leadership as a relationship between leaders 
and followers that results in the realization of “the individual goals of each . . . 
in order to realize goals higher in the hierarchy of values such as aesthetic 
needs” (p. 426). Burns describes the continuum between the two leadership 
styles as being between modal values (values of means such as honesty, 
responsibility, fairness, and commitment) for transactional leadership and 
moral end values (liberty, equity, justice) for transformational leaders. The 
continuum is used in this study as a descriptor of leadership characteristics 
ranging from highly transformational to a middle style that characterizes 
leadership behaviors of both transformational leadership and transactional 
leadership, then transactional leadership characteristics, and finally laissez 
faire, or the absence of leadership. Servant leadership falls on the far left of 
the continuum as a highly transformational leadership style.
Bass (2000) articulates leadership as either transformational, 
transactional, or laissez faire. He further articulates transformational 
leadership as having five leadership style subcategories: idealized influence 
attributed; idealized influence behaviors; inspirational motivation; intellectual 
stimulation; and idealized consideration. He describes transactional 
leadership as contingent reward, management-by-exception active, and 
management-by-exception passive. He further describes laissez faire as an 
avoidance or absence of leadership.
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5Within the transformational leadership continuum, servant leadership 
has emerged as an important leadership style. To examine the servant 
leadership approach, one must begin with the work of Robert Greenleaf, the 
“father” of servant leadership. With the publication of Servant Leadership: A 
Journey into the Nature of Legitimate Power and Greatness (Greenleaf, 1977), 
a new approach to leadership was articulated. Green leafs concept of 
leadership is that individuals must make serving others--including employees, 
customers, and community-the number-one priority. “The great leader is seen 
as a servant first, and that simple fact is the key to his greatness” (p. 21). 
Greenleafs leadership test is to “examine if those being served grow as 
persons, becoming healthier, wiser, freer, and more autonomous” (p. 1). Does 
the model encourage others to themselves become servants?
Against this backdrop of leadership study, one can consider the 
questions of leadership and happiness as posed earlier. Do happy people 
have different leadership profiles from those of unhappy people? Do servant 
leaders differ from traditional leaders in their happiness profiles? Do 
transactional leaders differ from transformational leaders in their happiness 
profiles? Do leadership and happiness profiles differ by demographics? 
Expanding the examination of these questions to include the element of 
happiness would lead to the new science of positive psychology.
Sendjaya and Sarros (2002) were early to suggest we should take the 
opportunity to merge the study of leadership with positive psychology. Positive
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
psychology is reversing the previous thrust of psychology, which was to heal 
damaged psyches. Positive psychology builds an understanding of human 
strengths, allowing people to use their strengths as a foundation for their lives 
(Seligman, 2002).
Seligman’s (2002) work centers on what he calls “authentic happiness.” 
Authentic happiness is positive emotions and positive attitudes combining to 
create happiness. This positive psychology approach offers surveys to guide 
leaders to gain more and more self-awareness. With this self-awareness, it 
becomes much easier to create a life that allows leaders to express 
themselves fully and experience the most happiness (Seligman, 2002).
Servant Leadership
Servant leadership is a term first coined by Greenleaf (1977). It is a 
philosophy or approach to leadership based on a commitment to serve the 
needs of others. Greenleaf’s epiphany came when he encountered a story 
about Leo in Hermann Hesse’s Journey to the East. Leo was the servant to a 
band of men on a mythical journey. He met all their needs along the way and 
did it with the cheer of song and spirit. The journey went quite well until Leo 
disappeared. The group then fell apart, and they abandoned the journey. The 
storyteller then wandered for several years. He once again found Leo and 
was taken into the order that sponsored the journey. He then discovered that
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
7the servant Leo was really “the head of The Order, its guiding spirit, a great 
and noble leader” (p. 21).
However, Greenleaf did not put it all together immediately. He had 
already completed an executive career with AT&T and was working with 
college business schools when he began to articulate his concept of 
leadership based intuitively on his experiences. Now, more than a quarter of a 
century later, his leadership philosophy is accepted and respected. “Servant- 
leadership emphasizes increased service to others, a holistic approach to 
work, promoting a sense of community and the sharing of power in decision 
making” (Greenleaf Center, 2002, p. 1). For servant leaders, the power of 
authority is shared. Dedication to service rather than self-interest shapes the 
servant leader’s response to individual and organizational needs. Servant 
leadership encourages collaboration, trust, foresight, listening, and the ethical 
use of power and empowerment. The model is characterized as an inverted 
pyramid. Traditional leadership can be pictured as a typical pyramid with the 
leader at the top, offering vision, direction, and decision making for the 
institution. The vision, directions, and decisions then involve middle 
management, and eventually, the base serves the vision and decisions. 
Servant leadership is characterized as an inverted pyramid with the leader 
balancing and supporting the needs of those involved in the organizational 
process which, in education, includes processes, students, staff, parents, and 
community.
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8Van Kuik (1998) makes three observations about servant leadership: 
servant leadership involves a passionately held ideal that is accepted as 
morally good by others; servant leadership involves sharing that ideal with an 
organization of like-minded people; and servant leadership is not there for 
itself but, for the sake of the ideal and through the ideal, for other people.
Happiness
Happiness is a goal-congruent emotion. It can be defined as a positive
reaction, usually referring to a specific event; it can range in intensity, but it is
typically experienced in low-intensity patterns (Lazarus, 1991).
Typically, happy persons are motivated to sense pleasure and security 
in the world. Thus, they usually want to share their positive outlook of 
the world. When happy, we are motivated to continue feeling elated by 
focusing inward in an attempt to continue feeling good. Based on this 
line of thought, happy people are expected to peripherally process 
persuasive messages, avoiding issue-relevant thinking and engaging in 
emotion-relevant thinking. (Mitchell, Brown, Morris-Villigran, & Villigran, 
2001, p. 350)
Such questions as “Do leadership profiles differ between happy people and 
unhappy people?”, “Do servant leaders differ from traditional leaders in their 
happiness profiles?”, “Do transactional leaders differ from transformational 
leaders in their happiness profiles?”, and “Do leadership and happiness 
profiles differ by demographics?” can be considered fully only if they are 
viewed through the characteristics of happiness.
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9Statement of the Problem 
According to Hunter (1998), it is traditionally accepted that thoughts and 
feelings drive individual behavior, and the opposite is also true. Behavior also 
influences thoughts and feelings. Examination of the traits of happiness offers 
a fuller understanding of positive psychology as it is considered in the 
framework of leadership.
Such a construct allows examination of positive perspective in 
relationship to leadership in a challenging profession, that of the elementary 
school principalship. At a moment in time when effectiveness of leadership is 
under challenge and when retention of principals to the career path is a 
problem, it is legitimate to consider questions of leadership and happiness. 
Therefore, the problem addressed in this study is whether there is a 
relationship between leadership style and the level of happiness of elementary 
school principals.
Significance of the Study 
This study is significant in that it adds to the body of knowledge in the 
field of educational leadership. There is no previous literature specifically 
addressing the question of leadership style and happiness. The results are 
important for superintendents as they consider candidates for the principalship 
as well as for universities as they create training programs and implement 
curriculum. Identifying a propensity toward happiness found within a
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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leadership style is important as leaders are prepared for the challenging 
profession of the principalship.
Research Questions
Five research questions guide this study.
1. Do leadership profiles differ between happy people and unhappy 
people?
2. Do servant leaders differ from traditional leaders in their happiness 
profiles?
3. Do transformational leaders differ from nontransformational leaders 
in their happiness profiles?
4. Do transactional leaders differ from nontransactional leaders in 
their happiness profiles?
5. Do leadership and happiness profiles differ by demographics?
To look at these questions, the Multifactor Leadership Questionnaire
(MLQ) was used to measure leadership style, and the PSYCHAP Inventory 
(PHI) was used to measure happiness. Leadership and happiness for 
elementary school principals is an area of study that is rich with possibility for 
contribution to the body of knowledge of the fields of both educational 
leadership and positive psychology. Understanding the relationship between 
leadership and happiness can impact leadership education for future principals 
as well as help veteran principals as they seek happiness in their profession.
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Definition of Terms
Certain words and phrases were used throughout this study, and this 
section presents the specific definitions for these words and phrases for the 
purpose of this study.
Authentic happiness: A positive psychology definition of happiness as 
consisting of both positive emotions (such as comfort) and positive activities 
(such as absorption) (Seligman, 2002). Seligman presents three categories of 
positive emotions: (1) past, present, and future feelings of satisfaction; (2). 
contentment; and (3) pride and serenity.
Community building: Building a sense of common identity and 
characteristics.
Commitment to growth of people: Fostering accelerated growth within 
the individuals in an organization.
Empathy: Showing acceptance of others and exerting a healing 
influence, compassion, and sensitivity.
Empowerment: Leading people to learn to lead themselves, 
suggesting a permanent change.
Happiness: A goal-congruent emotion. It is a positive reaction usually 
referring to a specific event; it can range in intensity, but it is typically 
experienced in low-intensity patterns. Characteristics of happiness include 
taking great pleasure in the things that one does; being surrounded with
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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contentment, pleasures, and hope; and applying one’s highest strengths and 
virtues for the greater good.
Laissez-faire leadership: Absence of a leadership style.
Leadership: Establishing direction and influencing others to follow that 
direction.
Sense of calling: A deep feeling of fit and purpose, a sense of 
aliveness, a match between who people are and what they do that brings a 
kind of passion and spirit to their jobs, their companies, and their lives.
Servant leader: A leader who is committed to serving others and 
sharing the power of authority; is dedicated to service rather than self-interest; 
and encourages collaboration, trust, foresight, listening, and the ethical use of 
power and empowerment. These characteristics are found in the transactional 
spectrum of leadership styles; however, servant leaders also focus most on 
the people who are their followers.
Stewardship: Protection of what is important; accepting the place of 
traditions in institutions.
Traditional leadership: Leadership based on the belief that power is 
bestowed on the leader based on the traditions of the past. The 
characteristics of the traditional style include leaders being viewed as having 
control and power because those holding the position before them had control 
and power; leaders being followed because of personal loyalty to the position,
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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not the leader; and followers being promoted based on favoritism and office 
politics (Weber, 1947).
Transactional leader: A leader who works to create clear structures 
whereby what is required of subordinates and the rewards that they get for 
following orders are clarified. This is a process- and product-oriented style.
Transformational leaders: Those who focus on organizational 
objectives yet also exhibit characteristics of listening, persuasion, 
conceptualization, and commitment to growth, awareness, building of 
community, empathy, and foresight.
Leadership Style Definitions 
Within the MLQ, each of the nine leadership styles has distinct 
characteristics. Definitions for these leadership styles are categorized as 
transformational, transactional, or laissez faire.
Transformational Leadership 
Idealized Influence symbolizes the vision of the school. Bass (2000) 
describes an idealized influence leader as showing commitment, persistence, 
and confidence in mission. The leader is a role model who is consistent (not 
arbitrary) and shares risks with followers, building respect, admiration, and 
trust. Idealized influence is defined in terms of how followers react to the 
leader and his/her behavior. Leaders with idealized influence are admired and
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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respected by followers and serve as strong role models. They have high 
standards of ethical and moral conduct and provide followers with a vision and 
sense of mission. Followers want to emulate leaders who exhibit idealized 
influence. According to Bass and Avolio (2000a), idealized influence can be 
seen as both a behavior and an impact, thus requiring two leadership scales: 
Idealized Influence (attributed). These characteristics consider the 
impact of the behaviors characterized as Idealized Influence. The respondent 
identifies the impact that she believes her followers feel from her leadership 
Idealized Influence (behavior). These are the actions of the leader 
characterized as Idealized Influence (Bass, 2000). Idealized influence 
behaviors include a clear vision, respect, integrity risk-sharing and modeling. 
These behaviors align closely to those of the servant leader.
Inspirational Motivation. An inspirational motivation leader draws 
others into the vision, motivating them with a strong sense of purpose. S/he 
builds team spirit and involvement in work that has meaning and challenge.
As her/his followers pursue a common goal, they achieve more than they ever 
thought possible (Bass, 2000).
Intellectual Stimulation. An intellectual stimulation leader encourages 
others to ask questions, reframe assumptions, and think outside the box. S/he 
challenges their imaginations to come up with creative solutions. S/he holds a 
safe space for taking risks, with no public criticism of mistakes (Bass, 2000).
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Individualized Consideration. An individualized consideration leader is 
a coach and mentor; building two-way communication. The leader genuinely 
cares about followers and recognizes their differing needs. Connecting with 
them personally, the leader encourages their continual growth and 
development (Bass, 2000).
Transactional Leadership
Contingent Reward. A contingent reward leader sets clear expectations 
and makes rewards conditional on meeting them. The leader often gets the 
planned results, but the most that can be done is to maintain the status quo 
(Bass, 2000).
Management by Exception. A management-by-exception leader may 
notice an exceptional employee or just show up when things go wrong. 
Management-by-exception leaders can be either active managers by 
exception or passive management-by-exception leaders.
Management-by-exception (Active). These leaders seek out problems 
and take action to correct them.
Management-by-exception (Passive). These leaders wait for the 
problem to manifest and then seek to try to solve the problem. It is 
characterized as “putting out fires” because the leader waits till the fire blazes 
before trying to put it out (Bass, 2000).
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Laissez Faire
The ninth leadership category is a single scale. This style is described 
as hands-off, an avoidance or absence of leadership. It is neither 
transactional nor transformational. It is no leadership at all (Bass, 2000).
Delimitations
The study delimitations are that the population of principals be limited to 
elementary school principals in four counties in the state of Illinois. The study 
also excludes examination of all emotions except those of happiness. All 
transactional leadership styles are grouped together as traditional leadership 
styles.
Limitations
Limitations of the study include a sample that is homogenous with 
respect to some of the demographic categories. Another limitation of the 
study is the self-perception of the principals of their leadership styles 
compared to an ideal that they may aspire to but not practice. Additionally, the 
question could be asked, “Are happy people more likely to send back their 
surveys?” in a study such as this.
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CHAPTER 2 
REVIEW OF LITERATURE
Looking at transformational and transactional leadership characteristics, 
one must look at the work of James Burns. Burns (1978) defined leadership 
as:
leaders inducing followers to act for certain goals that represent the 
values and the motivation--the wants and the needs, the aspirations 
and the expectations--of both leaders and followers. And act on 
their own and their followers’ values and motivations, (p. 19)
Burns made a distinction between transformational and transactional 
leadership behavior. Marzano, Waters, and McNulty (2005) describe 
transactional leadership as “trading one thing for another (quid pro quo), 
whereas transformational leadership is more focused on change” (p. 14).
Transformational leadership is the style of leadership that is assumed to 
produce results beyond expectations (Burns, 1978). Burns states that 
transformational leaders form “a relationship of mutual stimulation and 
elevation that converts followers into leaders and may convert leaders into 
moral agents” (p. 4).
Marzano et al. (2005) speak of transformational leadership in 
education:
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Building on the work of Burns (1978), Bass (1985) and Bass and 
Avolio (1994), Kenneth Leithwood (1994) developed the 
transformational model of school leadership. He notes that the four I’s 
of transformational leadership identified by Bass and Avolino (1994) 
are necessary skills for school principals if they are to meet the 
challenges of the 21st century. For example, the school leader must 
attend to the needs of and provide personal attention to individual staff 
members, particularly those who seem left out (individual 
consideration). The effective school administrator must help staff 
members think of old problems in new ways (intellectual stimulation). 
Through a powerful and dynamic presence, the effective school 
administrator must communicate high expectations for teachers and 
students alike (inspirational motivation). Finally, through personal 
accomplishments and demonstrated character, the effective principal 
must provide a model for the behavior of teachers (idealized influence), 
(p. 15)
Transactional leaders tend to be contingent rewarding-rewarding or 
punishing followers in relationship to goals that are set jointly or by the leader. 
These leaders think more about the specific goals, skills, or knowledge 
needed to accomplish the goals than the overall vision of the organization 
(Bass, 1996). Bass further noted that transactional leaders work within the 
organizational culture, whereas transformational leaders “work to change the 
organizational culture by envisioning new alternatives and empowering 
colleagues and followers in this change process” (p. 66).
Servant leadership stands in contrast to the transactional leadership 
model with its emphasis on control or maintenance within an organization. 
Servant leadership emphasizes a different skills set. The skills involved in 
servant leadership are awareness, foresight, and listening as opposed to 
traditional leadership skills that focus on coercive, manipulative, and 
persuasive power. Greenleaf wrote three main essays: The Servant as
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
19
Leader (1991), The Institution as Servant (1976), and Trustees as Servants
(1990). His work is being carried on through the Greenleaf Center, founded in
1964 and, until 2007, headed by another prolific servant-leadership writer,
Larry Spears. According to Spears and Lawrence (2002),
The mightiest of rivers are first fed by many small trickles of water. This 
observation is also an apt way of conveying my belief that the growing 
number of practitioners of servant-leadership has increased from a 
trickle to a river. On a global scale, it is not yet a mighty river.
However, it is an expanding river that has a deep current, (p. 1)
This deeply currented river has articulated dimensions. Spears (1998) used
the essays written by Greenleaf to identify a set of 10 characteristics that are
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Other writers on servant leadership have identified similar characteristics. The
commonality of the characteristics is indicative of the unity of thought among
writers on the topic of servant leadership. Table 1 summarizes the
perspective of 13 authors on the important dimensions of servant leadership.
When considered in aggregate, the leadership characteristics can be
grouped in seven main categories: communication and collaboration, trust,
empathy, stewardship, visionary, servant role, and corporate needs. When
examined in this context, each category encourages discussion of the
approaches of the various authors. Table 2 summarizes the dimensions of
servant-leadership and is a reconfiguration of the characteristics into the
seven categories. The seven categories all reflect the explicit or implicit
influence of the writings of Greenleaf. According to Spears (1998), servant
leadership all begins with effective, caring leadership that grows out of a
desire to serve others.
All of us are both leaders and followers in different parts of our lives. 
Servant leadership encourages everyone to balance leading and 
serving within their own lives. For people who are in leadership 
positions, it reminds us that our primary responsibility is serving others. 
For those in the follower positions, it encourages us to look for 
situational opportunities to provide leadership. The end resul t . . .  is to 
enhance our lives as individuals and to raise the very possibilities of our 
many institutions, (p. 1)
The seven categories found in Table 2 are a categorization of all the 
servant leadership characteristics that the 13 authors identified as important to 
servant leaders.
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Communication and Collaboration 
Leaders have been valued traditionally for their communication and 
decision-making skills. Servant leaders reinforce these important skills with a 
focus on listening to others intently and reflectively in order to identify and 
clarify the will of a group of people. Humans think roughly four times faster 
than they speak (“Are you Listening?”, 2001). Active listening requires 
disciplined effort to block out noise and truly enter another person’s world. 
Individuals must attempt to see things as the speaker sees them and 
experience things as the speaker experiences them. This allows 
communication and collaboration to be most effective (Hunter, 1998).
Servant leaders also seek to persuade others rather than coerce 
compliance. Three of the characteristics identified by Spears (1998) that could 
be considered important to communication and collaboration are the skills of 
listening, persuasion, and commitment to the growth of people. These skills 
were also identified as important by Stueber (2000) and Leduc and Jackson 
(2002). Purkey and Smith (cited in Stueber, 2000) focus on the 
communication/collaborative skills of collegiality, tangible support, caring, 
collaboration, and humor, as well as on open and honest communication. This 
category and the category of corporate needs were the main thrust of the 
Purkey and Smith skills set of cultural norms (Stueber, 2000). Consideration 
of the purpose and culture of the organization is of great importance to Block 
(1993). Block quoted Greenleaf, stating, “The first order of business is to build
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a group of people who, under the influence of the institution, grow taller and 
become healthier, stronger, and more autonomous” (p. 22). Bennis (cited in 
Spears & Lawrence, 2002) offers the corporate advice that a small person 
should “act big” and a big person should “act small.” Although he was 
speaking of companies in the global economy, the advice can apply to 
organizations such as schools as well. Communication is vital to the success 
of any leadership (Spears & Lawrence, 2002).
Trust
Trust and community building are centered on the relationships within 
the organization. It is of importance that servant leaders seek to build a sense 
of community among those within the organization. Leduc and Jackson 
(2002) state,
Servant leadership shows us how to move beyond the concept of the 
organization as a command-and-control system. It starts with the idea 
that employees are complex human beings who want to serve in a 
meaningful way. They have hopes and dreams they want to realize 
through their natural desire to serve. And organizations can be 
designed and led in ways that allow employees to fulfill them through 
their service capacities. . . . Servant leadership recognizes the best way 
to encourage people to give their utmost in organizations is to appear to 
care for them, and the best way to do that is to actually care. Through 
such demonstrations, servant leadership is inspired, evoked, and 
enacted across our organization and to the community beyond, (p. 30)
Ways to build trust vary. DePree (1992) believes that it is important for 
leaders to work to make it possible for people to grow and work together to 
invest and enlarge the knowledge and talent they hold in trust for individuals.
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A climate that allows the nurturing of trust relationships (Douglas, 2003) and, 
according to Stueber (2000), confidence in the trusting relationship within the 
organization is a key component of servant leadership. Trust is relational and 
grows over time. Trust is grounded in honesty and respect. The leader must 
treat others as important people (Hunter, 1998).
Empathy
Healing, empathy, and awareness were pointed out by Spears and 
Lawrence (2002) as important leadership skills for servant leaders. Leduc and 
Jackson (2002) also highlight healing and empathizing. Stueber (2000) 
expands this by stating that servant leaders must show acceptance of others 
and exert a healing influence. Wheatley (2002) is frequently sought as a 
speaker in the field of servant-leadership training. She stresses that leaders 
must understand that life is uncertain. It is vital that one approach things 
positively and trust in human goodness. This is another way to approach 
empathy.
Stewardship
Stewardship is an important element in the writings of Spears and 
Lawrence (2002), Stueber (2000), Douglas (2003), and Leduc and Jackson 
(2002). Serving the needs of others and holding something in trust for another 
is the essence of stewardship. Purkey and Smith (2000) view this element as
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a protection of what is important, accepting the place of traditions in individual
lives and in institutions. Wheatley (2002) stresses that service brings joy.
Being a servant leader feels good. She believes that people are
interconnected to all life. She also points out that meaning motivates people.
Experiencing the connection and accepting responsibility for the organization
is the essence of stewardship. Stewardship is defined by Block (1993) as
holding something in trust for another and having the choice to preside over
the orderly distribution of power.
This means giving people at the bottom and boundaries of the 
organization choice over how to serve a customer, citizen, community.
It is the willingness to be accountable for the well-being of the larger 
organization by operating in service, rather than in control, (p. xx)
Servant leaders are deeply committed to the personal, professional, and 
spiritual growth of everyone within an organization. The first order of business 
is to build a group of people who grow taller and become healthier, stronger, 
and more autonomous in their psychological well-being and spiritual fulfillment 
(Greenleaf, 1977). Servant leaders are primarily motivated by a desire to 
serve and to see life as a mission, not as a career. They understand and 
accept that they have responsibility to others, and they see their gifts as 
contributing to a larger whole much greater than themselves (Wis, 2002).
Visionary
Servant leaders must nurture their abilities to dream great dreams. 
According to Greenleaf (1977), servant leaders are “better than most at
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pointing the direction” (p. 20). The ability to have vision is the difference 
between being a leader and being a manager. “Vision implies forward motion 
and growth, exploration, and risk, while managing tends to focus on efficiently 
maintaining the status quo” (Wis, 2002, p. 19). Opportunities must be created 
for the leader and every employee of the organization to create concepts.
Many ideas die, but some come to fruition. Spears (2001) stresses that 
servant leaders must be able to think beyond day-to-day management realities 
and conceptualize the future. Spears (2001), Stueber (2000), and Leduc and 
Jackson (2002) address the need for foresight on the part of servant leaders. 
“The ability to foresee the likely outcome of a given situation is a characteristic 
that enables the servant-leader to understand the lessons from the past, the 
realities of the present, and the likely consequences of a decision for the 
future. It is deeply rooted within the intuitive mind” (Spears, 1998, p. 2).
Senge (1990) explores the issue of visioning through the perspective of 
metanoia. To Senge, “metanoia” means a shift of mind. “To grasp the 
meaning of ‘metanoia’ is to grasp the deeper meaning of ‘learning,’ for learning 
also involves a fundamental shift or movement of mind” (p. 13). Senge 
explains further that an organization is continually expanding its capacity to 
create its future. To be visionary, leaders must see interrelationships rather 
than linear cause-effect chains and see processes of change rather than 
snapshots. That visioning should be shared by the entire institutional 
community (Senge, 1990).
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Servant Role
The servant role is, of course, the heart of servant leadership. To quote 
Margaret Thatcher, “Being in power is like being a lady. If you have to remind 
people that you are, you aren’t” (Curry, 2000). Leadership begins with the will, 
which is the unique ability of human beings to align intentions with actions and 
choose behavior. “When we serve and sacrifice for others, we build authority 
or influence, the ‘Law of the Harvest’ (you reap what you sow)” (Hunter, 1998, 
p. 90). When building authority, the skill of getting people to do “your will” 
willingly because of personal influence builds the relationship that earns the 
right for the individual to be called “leader” (Hunter, 1998).
Each of the writers recognizes that the servant role is a paradigm shift 
for most leaders. It involves awareness and self-awareness, as pointed out by 
Stueber (2000) and Leduc and Jackson (2002), and understanding of the 
nature of serving others to enable them to offer their most effective service to 
the organization and support of the institutional staff, as discussed by Schuh 
(2002). Personal awakening of the servant leader involves the finding of one’s 
“center” (Douglas, 2003), finding peace of mind (Wheatley, 2002), and, 
according to DePree (cited in Spears & Lawrence, 2002), facing enlightenment 
afforded by a moral purpose. The primary commitment shifts from self-interest 
to commitment to the larger community (Block, 1993). To be servants to 
others, leaders must truly know their colleagues. Their needs for knowledge 
and experience are important to servant leaders. Servant leadership is
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characterized by openness, stewardship, and vision based on personal 
values.
Corporate Needs
Although servant leadership is a personal and relational approach, the
“big picture” is that improvement of the organizational “bottom line” is a major
goal for many. Senge (1990) works from the perspective of systems thinking:
The key to seeing reality systemically is seeing circles of influence 
rather than straight lines. .. . Every circle tells a story. By teaching the 
flows of influence, you can see patterns that repeat themselves, time 
after time, making situations better or worse, (p. 75)
Conflicts between work and family can limit the effectiveness of an
organization. It is a goal of the servant-leadership model to limit these
conflicts and move toward synergy. Synergy is when the sum of the individual
parts is greater than the whole, and it is a highly productive goal for institutions
(Covey, 1990). Specific corporate needs would be sustained effort (Schuh,
2002); commitment to growth (Stueber, 2000); experimentation, high
expectations, reaching out to knowledge bases, appreciation, and recognition
(Purkey & Smith, 2000); involvement in decision making (Stueber, 2002); and
commitment (Leduc & Jackson, 2002). DePree (cited in Spears & Lawrence,
2002) addresses the fiduciary nature of leadership. This means broadening
the definition of leadership competence and finding a clear moral purpose for
the actions of leaders.
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Bennis (cited in Spears & Lawrence, 2002) outlines a number of 
necessary corporate behaviors. Leaders must have a bias toward action. 
Although reflection is important, people are needed who can take the vision 
and run with it. Ultimately leaders make federations of corporations. This 
happens through diffused power, shared decision making, and an overarching 
vision and purpose (Spears & Lawrence, 2002).
Servant Leadership as Transformational Leadership 
“Transformational leadership” is a term coined by Burns (1978) to 
describe the relationship between leaders and followers. Burns describes a 
continuum between transformational and transactional leadership. Burns 
defines leadership as “leaders inducing followers to act for certain goals that 
represent the values and motivations-the wants and needs, the aspirations 
and expectations-of both leaders and followers” (p. 19). Burns also describes 
the need for leaders to motivate followers through shared values. 
“Transformational leadership ultimately becomes moral in that it raises the 
level of human conduct and ethical aspiration of both leaders and the led, and 
thus has a transforming effect on both” (p. 20). Burns also describes 
transactional leadership as a transaction or exchange of something of value 
that leaders possess or control.
Bass and Steidlmeier (1999) state that “the best leadership is both 
transactional and transformational. Transformational leadership augments the
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effectiveness of transactional leadership; it does not replace transactional 
leadership” (p. 184). Thus, consideration of servant leadership is best 
considered in the context of the fuller leadership spectrum that includes 
transformational to transactional.
Happiness
As Abraham Lincoln said, “Most people are as happy as they make up 
their minds to be” (Meiji, 1997, p. 6). To facilitate the investigation of 
happiness among leaders, the question of what it means to be happy 
deserves review. Seligman (2002), a cognitive psychologist, has spearheaded 
a movement known as Positive Psychology. The Positive Psychology project 
“is driven perhaps as much by motivational fervor as by methodological rigor” 
(Hubert, 2003, pp.119-120). It is not enough to think it should work. Seligman 
is after hard evidence to determine what makes people happier. Seligman 
(2002) has developed a questionnaire to identify 24 characteristics that 
indicate a person’s strengths, with these strengths becoming indicators of a 
person’s authentic happiness.
Another prominent researcher on happiness is Myers. Myers (2000) 
identifies three factors of happiness: money, relationships, and religion.
Money seems to be connected to well-being. Some wealthy countries have 
more satisfied people. The poor tend not to be happy, but as people become 
more comfortable, additional money does not seem to make a substantial
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difference in happiness. Relationships reflect that there is a need to belong 
and this can result in healing or pain. Finally, religion is important because 
individuals with faith seem better able to handle crises in their lives. Meaning, 
purpose, community, and hope are also characteristics that seem to provide a 
cushion when coping with life’s struggles (Miller, 2001).
The work of Csikszentmihalyi (2003) centers on the pillars of 
happiness. Csikszentmihalyi believes that it is necessary to understand 
happiness from the perspective of differentiation and integration.
Differentiation means realizing that we are “unique individuals responsible for 
our own survival and well-being, who are willing to develop uniqueness 
wherever it leads” (p. 29). Integration refers to the realization that we are 
completely enmeshed in relationships with other human beings 
(Csikszentmihalyi, 2003).
The English word “happiness” means several different things (e.g., joy, 
satisfaction), and therefore many scientists prefer the term “subjective well­
being.” However, ‘“subjective well-being’ is an umbrella term that includes the 
various types of evaluation of one’s life that one might make--it can include 
self-esteem, joy, feelings of fulfillment, and so forth” (Diener, 2004, p. 1).
Fordyce (1973) cites both William James (“Happiness is for most men 
at all times the secret motivation of all that they do and all they willingly 
endure”) and Plato (“Happiness is living well”) to show the pervasive place that 
happiness holds in the lives of humans. Fordyce has studied happiness for
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many years and developed The Psychological Happiness Inventory (PHI) as a 
measure of individual happiness.
In summary, a leader’s style is reflected in communication and 
collaboration, establishment of trust relationships, demonstration of empathy, 
stewardship, vision, the embracement of the servant role, and the awareness 
of corporate needs. The interface of leadership style with aspects of positive 
psychology such as happiness offers interesting insight into the larger 
question of leadership. The aggregate thought of the cited authors is that 
servant leadership is a personally satisfying and effective model. This leads to 
the research question, “Are servant leaders happier than traditional leaders?”
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METHODOLOGY
This quantitative study is intended to study the relationship between 
leadership style and happiness. For the purpose of this study, the Leader 
Version of the MLQ for Research, developed by Bass and Avolio (2000a), is 
used to identify the characteristics of servant leadership as a transformational 
leadership style that separates that style from traditional transactional 
leadership. Bass (1985) believes that transformational leadership can be 
defined by distinct constructs such as charisma, intellectual stimulation, and 
individualized consideration. These constructs became the scaffold for a 
survey consisting of a frequency scale measuring the respondents’ self- 
assessment of how often they react in the manner described in the survey 
statement. Happiness is measured by responses to the PHI created by 
Fordyce (1987). The PHI measures a happiness score achieved by the 
respondents. The five scores on this inventory were created by its author, Dr. 
Michael Fordyce, to directly correspond with his widely recognized research 
work on increasing personal happiness (Fordyce, 1973). To identify the 
respondents’ total score, all of the test items are combined to provide an 
overall assessment of their entire test performance and a ranking.
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Sampling
The sample was drawn from practicing principals of elementary schools 
in DuPage, Will, Lake, and Kane Counties in Illinois (see Figure 1). The study 
includes public and nonpublic school principals of elementary schools. A total 
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Figure 1: Map 1: Chicago, IL collar counties.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
37
Letters were sent on March 7, 2005, asking elementary school 
principals to be part of this study. The letters included an explanation, the 
consent form, the MLQ and the PHI, and a stamped, return envelope. The 
instruments are included as Appendix A and described in the next section.
The request asked that the surveys be returned within a week. If the surveys 
were not returned within that time frame, the principals were contacted again 
by mail with a request for their cooperation. If that did not result in completed 
surveys, they were regarded as nonresponsive. The study was based on 
survey results of 163 respondents, of which 162 were complete and able to be 
scored. A total of 558 surveys were mailed out. The response rate was 29%.
Instrumentation
This study includes an assessment of scores on the two different 
instruments to determine the relationship between leadership styles and 
happiness. A leadership style instrument, the MLQ, was used to distinguish 
leadership style propensity on a continuum from servant and transformational 
leadership to traditional leadership and lassiez-faire leaders. The MLQ 
instrument can be found in Appendix A.
The MLQ was created by Bass and Avolio (2000a). It was created in 
1985 and revised in 1995. Reliability and validity of scores from the MLQ 
Form 5X instrument were established by the authors. Bass and Avolio 
(2000b) report that reliabilities for scores from each of the scales ranged from
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.74 to .91. In the MLQ technical report, Bass and Avolio (2000b) also discuss 
the construct validation process associated with the MLQ 5X. An early 
version was evaluated by an expert panel, and their recommendations were 
included in the final instrument development. Since that time, 14 samples 
have been used to validate and cross-valid ate the MLQ 5X (Bass & Avolio, 
2000b).
The MLQ authors (Bass & Avolio, 2000a) provide traditional descriptive 
statistics for the scales as well as an elaborate review of a confirmatory factor 
analysis. The instrument has been used for over 15 years, building increased 
confidence in and precision with its findings. It has emerged from a thorough 
and rigorous research process. The questionnaire assesses the full range of 
leadership styles, which are indicated in Table 3.
Table 3
MLQ Leadership Styles and Attributes
Transformational Transactional Laissez faire
Attributes Idealized influence (both 
behaviors and attributes one 
displays); the charismatic 
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Five styles denote transformational leadership: (1) idealized influence 
(behavioral), (2) idealized influence (attributed), (3) inspirational motivation, 
(4) intellectual stimulation, and (5) individualized consideration. Three styles 
denote transactional leadership: (1) contingent reward, (2) management-by- 
exception (active), and (3) management-by-exception (passive). A final style 
is laissez faire, which denotes an absence of leadership. These leadership 
styles are defined in Chapter 1. The leadership continuum is presented in 
Figure 2.
TRANSFORMATIONAL TRANSACTIONAL LAISSEZ FAIRE
I_________________________________________ I_________________ I
Concern for Relationship <------------------------- » Concern for Production
Figure 2: Leadership continuum.
Servant leadership principles place servant leadership at the highest 
point of concern for relationship on such a continuum. Stone, Russell, and 
Patterson (2003) have created a comparison of the attributes of 
transformational leadership and servant leadership as shown in Table 4.
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Table 4
Comparison of Transformational Leadership Attributes
versus Servant Leadership Attributes
TRANSFORMATIONAL LEADERSHIP 
ATTRIBUTES SERVANT LEADERSHIP ATTRIBUTES
Idealized (Charismatic) Influence Influence
Vision Vision
Respect Trust
Risk-sharing Credibility and competence
Integrity Delegation
Modeling Honesty and Integrity 
















Both transformational leaders and servant leaders share 
complementary attributes. “Nonetheless, there are significant points of 
variation in the concepts. Most importantly, transformational leaders tend to 
focus more on organizational objectives while servant leaders focus more on 
the people who are their followers” (Stone et al., 2003, p. 12; emphasis in 
original). Bass (2000), a co-author o f the MLQ, states that servant leadership 
is “close to the transformational components of inspiration and individualized 
consideration" (p. 33). For servant leaders, the aim to serve supersedes the 
organizational objectives. The influence of the servant leader is derived from
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LEADERSHIP A
LEADERSHIP
Figure 3: Relationship of servant leadership to transformational leadership
and leadership in general.
This view of servant leadership as a layer within transformational 
leadership reflects the highly charismatic elements of transformational 
leadership that Bass and Avolio (2000a) identify as “idealized influence” in the 
MLQ. When transactional leadership is considered as well as transformational 
leadership, the differences and similarities in attributes are clear (see Table 5).
Within the MLQ analysis are three constructs with nine subscales. The 
first construct characteristic is transformational leadership, which refers to 
leaders who use charismatic and inspirational techniques to motivate others. 
The construct consists of five subscales. Two of the subscales are idealized
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influence (attributed to the leader), and Idealized Influence (exhibited by the 
leader’s behavior). These are the two subscales that match closest with 
servant leadership characteristics. The remaining three subscales within the 
transformational construct measure the degree to which a leader provides 
inspirational motivation, intellectual stimulation, and individualized concern for 
their subordinates.
Table 5



































Note: Functional attributes in Bold print; accompanying attributes in regular print. 
Source: Stone, Russell, & Patterson (2003), p. 6
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
43
The second construct characteristic is transactional leadership, which 
the authors Bass (2000) and Avolio (2000a) describe as a leadership style that 
relies upon the exchange of tangible outcomes between leaders and followers. 
According to the authors, transactional and transformational leadership styles 
are not mutually exclusive processes. Three separate facets define 
transactional leadership: contingent reward, active management by exception, 
and passive management by exception. The third leadership construct 
characteristic implies the absence of any leadership behavior. Appropriately, 
the authors call this leadership style laissez faire. A single scale measures 
this propensity (Bass, 2000). Each of the nine leadership styles has distinct 
characteristics, as defined in Chapter 1.
The MLQ is scored on a five-point scale of the nine subcategory 
leadership behaviors. Respondents respond to 45 questions on a scale of 0 
to 4 (not at all, once in a while, sometimes, fairly often, or frequently, if not 
always). The author-designated response to specific questions is the 
determination of score for each of the nine subcategories (see Table 6). The 
respondents are then scored by adding the values of their response to the 
questions designated as each of the leadership styles, and that score is scaled 
by dividing the total for each category by 4.
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Table 6
Bass (2000) MLQ Scoring Description
Questions Leadership Style
10, 18, 21, 25 Idealized Influence (Attributed) IIA
6, 14, 23, 34 Idealized Influence (Behavior) 11B
9, 13, 26, 36 Inspirational Motivation IM
2, 8, 30, 32 Intellectual Stimulation IS
15, 19, 29, 31 Individual Consideration IC
1,11,16, 35 Contingent Reward CR
4, 22, 24,27 Management-by-Exception (Active) MBEA
3, 12, 17, 20, Management-by-Exception (PASSIVE) MBEP
5, 7, 28, 33, Laissez-faire Leadership LF
To examine happiness among the elementary principals, the PHI was
used. The PHI is a self-report instrument developed by Fordyce (1987) to
measure personal happiness. Two sets of alternate forms are available; Set 1
(Forms A and B) is the original and most researched set. Form A was used
for this study. Form A contains 80 items, which consist of paired statements
that describe a characteristic believed to distinguish between a happy and
unhappy person; for example, “I am content” is paired with “I am not content.”
In addition to a total score on the PHI, scores from four subscales are also
provided: Achieved Personal Happiness Scale (16 items), Happy Personality
Scale (24 items), Happiness Attitudes and Values Scale (19 items), and
Happiness Lifestyle Scale (21 items). The Buros Institute Review (2004)
addresses the validity of the survey as follows:
Fordyce (1985, 1987) reports on an extensive set of validity studies. 
In terms of convergent validity, the PHI correlates positively with 
other measures of happiness and negatively with a variety of indices 
of depression. The concurrent validity also appears to be adequate, 
with the PHI correlating with other personality characteristics that the
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literature on subjective well-being (Diener, 1984) suggests as being 
associated with happiness. Overall, the evidence for the validity of 
the PHI is fairly strong in terms of its correlations with other self- 
report inventories of various personality characteristics, such as the 
Minnesota Multiphasic Personality Inventory (Hathaway & McKinley, 
1951), Edwards Personal Preference Schedule (Edwards, 1959), 
and the Myers-Briggs Type Indicator (Myers, 1962). (p. 315)
The PHI measurement instrument has four subscales that form a total score 
and then a ranking set by Fordyce (1987) on a 1-to-6 scale of happiness, with 
6 as the happiest. The scoring descriptions according to Fordyce are shown 
in Table 7.
Research Questions
Five research questions guide this work:
1. Do leadership profiles differ between happy people and unhappy 
people?
2. Do servant leaders differ from traditional leaders in their happiness 
profiles?
3. Do transformational leaders differ from nontransformational leaders 
in their happiness profiles?
4. Do transactional leaders differ from nontransactional leaders in their 
happiness profiles?
5. Do leadership and happiness profiles differ by demographics?
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
46
Table 7
Fordyce PHI Measurement Instrument Scoring Description
Ranking Total Score Description of happiness based on Fordyce’s (1987) norming of 
the PHI instrument
6 74 or above Considered as among the “extremely happy" — the top 5% of 
the people tested. (A score of 80 is the maximum possible.)
5 68-73 Considered “very high” and represent the top 15% of scorers, 
best described as “very happy” people.
4 60-67 Considered “above average” (at the lower end of the top third of 
scorers), and rank as those who describe themselves as “pretty 
happy.”
3 51-59 Defining the vast middle third of scores who describe 
themselves as “fairly happy” to “not unhappy.” Most 
researchers and opinion polls include such scores as part of 
the “happy” people in any country,
2 42-50 Suggesting one is more unhappy than happy. Though not 
feeling particularly unhappy or depressed, the person certainly 
recognizes that they are far from being satisfied, content, or 
happy with life.
1 0-41 Indicating a person who is living an unhappy life (especially if 
this score is well below 41).
To examine these questions, the study examined two variables. The 
first variable was the leadership style of the respondent and was ascertained 
by respondents’ self-reporting on the MLQ. The second variable was the 
happiness quotient measured in the study by the PHI. Additionally, data 
indicating gender, age, number of years in position, type of school, and size of 
staff and student body were gathered. This information allowed further 
understanding of differences among these leaders.
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Analysis
To assess the research questions of this study, several analytic 
techniques were used. First, frequency distribution tables were constructed 
for the various demographic categories, and descriptive statistics (means, 
standard deviations) were computed for the MLQ and PHI subscales. Second, 
Pearson correlation coefficients were then computed between each MLQ 
subscale score and each PHI subscale score. Finally, multivariate profile 
analysis (Tabachnick & Fidell, 2007) was carried out to compare both 
leadership profiles by (a) the happiness level of participants and (b) by the 
various demographic categories (gender, age, experience, school type, school 
size, staff size). Happiness level was determined by creating two categories 
of respondents: (1) leaders with "high happiness," defined as those who 
scored in the top 33% based on the overall PHI score for respondents, and (2) 
"low happiness" leaders, who comprised the lowest 33% based on the overall 
PHI score.
Similarly, profile analysis was also carried out to compare the PHI 
(happiness) profiles of respondents based on (a) their leadership type and (b) 
the various demographic categories (gender, age, experience, school type, 
school size, staff size). To create categories allowing comparison, the data 
was consolidated, allowing the multivariate test, Pillai’s Trace, to be 
conducted. Leadership type was considered in several ways. First, servant 
leaders were compared to nonservant leaders, with servant leadership defined
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as scoring in the top 33% based on the MLQ subcategories of idealized 
influence (behavioral and attributed) and nonservant leaders constituting the 
lowest 33% of these scores. Second, transformational leaders were 
compared to nontransformational leaders, with transformational leaders being 
those scoring in the top 33% based on the MLQ subscale scores of idealized 
influence behavioral, idealized influence attributed, inspirational motivation, 
intellectual stimulation, and individualized consideration. Finally, transactional 
leaders were compared to nontransactional leaders, with transactional leaders 
being those scoring in the top 33% based on the MLQ subscales of contingent 
reward, management by exception-active, and management by exception- 
passive.
The demographic data for the profile analyses were considered using 
the categories shown in Table 8. These categories were approximately 50% 
of the respondents in each demographic.
Summary
This quantitative study examines the relationship between leadership 
style and happiness for elementary school administrators. This group 
comparison between transformational leaders, transactional leaders and 
servant leaders offers insight into the relationship between leadership and 
happiness for elementary school principals





Category Category 1 Category 2
Gender Male Female
Age 20-50 years 51 + years
Experience 1-10 years 11 + years
School type Public Nonpublic
Number of students in the 
school 1-400 students 401+ students
Number of staff in the 
school 1-40 staff members 41+ staff members
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CHAPTER 4
RESULTS
Chapter 4 presents the results of the surveys and an analysis of their 
meaning. The data is examined by research question.
Sample Characteristics
A total of 558 surveys were mailed out to the elementary principals of 
schools in DuPage, Will, Lake, and Kane counties in Illinois; 163 participants 
returned surveys. Of these, 162 participants returned both the MLQ and PHI 
surveys. Participant demographics were displayed previously in Table 8. The 
sample of 162 respondents was 70% female and 51% aged between 51 and 
60. Twenty-five percent had 10 to 20 years of experience; 55% were public 
school administrators; 35% had 200 to 400 students in their school; and 27% 
of their schools had 26 to 40 staff members. The full demographic data is 
shown in Table 9.
Table 9 allows an examination of the typical principal of this survey 
population. Within this survey population, it is interesting that the majority of 
participants are nearing retirement.




Demographic Category N % of sample
Gender Male 48 29.63
Female 113 69.75




61 and above 18 11.11
Number of years as principal First year 15 9.26
1-5 years 38 23.46
5-10 years 38 23.46
10-20 years 42 25.93
20-30 years 26 16.05
30+ years 3 1.85
School type Public 89 54.94
Private/religious 63 38.89
Private/ nonreligious 10 6.17




600 + 34 20.99




60 + 39 24.07
Note: n =  161. C ategories do not sum  to 10 0%  due to m issing d ata  and rounding error. 
School size is measured as number of students enrolled in the school.
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Descriptive Statistics for Leadership 
and Happiness Variables
The complete data for the survey results can be found in Appendix B. 
Means and standard deviations for the leadership and happiness variables are 
reported in Table 10.
For the leadership styles, the highest mean scores were for those 
subscales that measure transformational leadership, i.e., idealized influence 
attributed, idealized influence behavior, inspirational motivation, intellectual 
stimulation, and contingent reward subscales, the latter of which is the most 
“people-oriented" of the transactional categories. On a 5-point scale, the 
mean score for idealized influence attributed was 4.12, idealized influence 
behavior was 4.44, inspirational motivation was 4.48, intellectual stimulation 
was 4.48, and. contingent reward was 4.06, which also displayed a high 
happiness mean score. The survey population viewed themselves as largely 
transformational in leadership style. For the happiness subcategories, the 
respondents all reported high mean scores, with a mean of 65.81, as noted in 
Table 10. The author of the PHI identified scores above 60 as “above 
average.”
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
53
Table 10
Means and Standard Deviations for Leadership and Happiness Scales
Scale Subscale M SD
Leadership Idealized influence -  attributed 4.12 0.58
Style Idealized influence -  behavior 4.44 0.51
Inspirational motivation 4.48 0.45
Intellectual stimulation 4.27 0.45
Individual consideration 4.44 0.45
Contingent reward 4.06 0.61
Management by exception—active 2.33 0.74
Management by exception—passive 1.91 0.59
Laissez faire 1.55 0.52
Happiness Achieved happiness 14.01 2.24
Personality 19.57 2.10
Attitudes and values 15.15 2.59
Lifestyle 17.09 3.02
Happiness total score 65.81 7.97
Overall sample happiness rank 4.38 1.05
Notes: N = 162
Correlational Analysis 
Pearson correlations were computed among the various leadership 
style subscales and the happiness subscales to determine whether leadership 
styles were related to happiness scores. Table 11 displays these correlations.





































0.12 0.29* 0.46* 0.00 0.10 0.17* -0.02 -0.07 -0.17*
Personality 0.10 0.07 0.32* 0.06 0.12 -0.03 0.07 -0.12 -0.08
Attitudes and 
values
0.10 0.21* 0.30* 0.08 0.17 0.04 -0.12 -0.21* -0.20*
Lifestyle 0.08 0.17* 0.37* 0.10 0.16 0.07 0.03 -0.05 -0.13
Happiness 
total score
0.12 0.23* 0.45* 0.08 0.18* 0.08 -0.02 -0.14 -0.19*
Happiness
rank
0.13 0.19* 0.44* 0.06 0.16* 0.06 -0.06 -0.17* -0.18*
01■t*.
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Table 11 indicates that the most consistent relationship was between 
happiness subscales and leadership subscales of idealized influence and 
inspirational motivation. Both these leadership subscales are transformational 
leadership styles. Idealized influence was one of the two leadership subscales 
determined to be servant leadership style. There was a negative relationship 
among all four happiness subscales and laissez-faire leadership (a 
transactional style).
Profile Analysis by Research Question
The results for this study are presented by research question. The 
research questions asked,
1. Do leadership profiles differ between happy people and unhappy 
people?
2. Do servant leaders differ from traditional leaders in their happiness 
profiles?
3. Do transformational leaders differ from nontransformational leaders 
in their happiness profiles?
4. Do transactional leaders differ from nontransactional leaders in their 
happiness profiles?
5. Do leadership and happiness profiles differ by demographics?
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Research Question 1 
Research Question 1 asked, “Do leadership profiles differ between 
happy people and unhappy people?
A noted in Tables 12 and 13, the profile analysis of leadership 
subscales by happiness categories showed a significant departure from 
parallelism (F(8, 116) = 3.88, p < .001), with a large effect size (Partial eta- 
squared = .211). As seen in Figure 4, discrepancies in the parallelism of 
profiles appeared in Leadership Subscales 3 (inspirational motivation), 4 
(intellectual stimulation), and 5 (individual consideration), with elevated levels 
of leadership apparent among happy persons in Subscales 3 and 5, and 
deflated levels evident in Subscale 4. Across leadership subscales, no 
significant difference in leadership was apparent between those "happy" and 
"nonhappy" leaders (F(1,123) = .474, p = .492). The overall profile (across 
levels of happiness) departed significantly from a “flat” profile (F(8, 116) = 
291.4, p < .01), with higher mean leadership scores apparent on Subscales 1- 
6 (all of the transformational leadership styles as well as contingent reward) 
and lower levels evident on Subscales 7-9 (management by exception active, 
management by exception-passive, and laissez faire).
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Table 12
Multivariate Tests (b): Leadership Subscales by Happiness Category
Effect Value F
Hypothesis




Subscale Pillai's Trace .953 291.369(a) 8.000 116.000 .000 .953
subscale * 
happy_cat Pillai's Trace .211 3.880(a) 8.000 116.000 .000 .211
Table 13
Tests of Between-Subjects Effects: Leadership Subscales by Happiness Category
Source
Type III Sum 
of Squares Df Mean Square F Siq.
Partial Eta 
Squared
Intercept 6884.874 1 6884.874 11368.674 .000 .989
happy_cat .287 1 .287 .474 .492 .004
Error 74.489 123 .606










1 .0 0 -
0.00-





Figure 4. Leadership subscales by happiness category.
Research Question 2 
Research Question 2 asked, “Do servant leaders differ from traditional 
leaders in their happiness profiles?”
A noted in Tables 14 and 15, the profile analysis of happiness 
subscales by leadership style showed no significant departure from parallelism 
(F(3, 113) = 1.247, p = .287), with a small effect size (Partial eta-squared =
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.033). Figure 5 shows the mean profiles for servant and nonservant leaders. 
As can be seen, the profiles closely parallel one another, with both types of 
leaders showing high values on Happiness Subscale 2 (personality) and low 
values on Subscales 1 (achieved happiness) and 3 (attitudes and values). 
There was a significant departure from “flatness” for the overall profile across 
leadership styles (F(3, 113) = .259, p = .01). Across happiness subscales, 
there was a significant difference between servant leaders and nonservant 
leaders (F(1,115) = 6.205, p = .014), with servant leaders showing a higher 
overall level of happiness.
Table 14
Multivariate Tests (b): Leadership Subscales for Servant vs. Nonservant Categories
Effect Value F Hypothesis
df
Error df Sig. Partial
Eta
Squared
Subscale Pillai's Trace .873 259.048(a) 3.000 113.000 .000 .873
subscale * 
servant cat Pillai's Trace .033 1.274(a) 3.000 113.000 .287 .033
Table 15
Tests of Between-Subjects Effects: Leadership Subscales for
Servant vs. Nonservant Categories
Source Type III Sum 
of Squares
df Mean Square F Sig. Partial Eta 
Squared
Intercept 121576.308 1 121576.308 6573.304 .000 .983
servant cat 114.769 1 114.769 6.205 .014 .051
Error 2126.979 115 18.495
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Research Question 3 
Research Question 3 asked, “Do transformational leaders differ from 
nontransformational leaders in their happiness profiles?"
As noted in Tables 16 and 17, the profile analysis of happiness 
subscales for transformational versus nontransformational leadership showed 
no significant departure from parallelism (F(3, 118) = .930, p = .429), with a 
small effect size (Partial eta-squared = .023). Across happiness subscales,
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there was a significant difference between transformational and 
nontransformational leaders (F(1,120) = 9.670, p = .002) (see Figure 6).
Table 16
Multivariate Tests (b): Leadership Subscales for
Transformational vs. Nontransformational Leadership Categories
Effect Value F Hypothesis
df








Trace .023 .930(a) 3.000 118.000 .429 .023
Table 17
Tests of Between-Subjects Effects: Leadership Subscales for
Transformational vs. Nontransformational Leadership Categories
Source Type III Sum 
of Squares
Df Mean Square F Sig. Partial Eta 
Squared
Intercept 129949.001 1 129949.001 8152.305 .000 .985
Transform cat 154.149 1 154.149 9.670 .002 .075
Error 1912.819 120 15.940










1 2 3 4
Happiness
Figure 6. Happiness subscales for transformational vs. nontransformational 
leadership categories.
Research Question 4 
Research Question 4 asked, “Do transactional leaders differ from 
nontransactionjal leaders in their happiness profiles?"
As noted in Tables 18 and 19, the profile analysis of happiness 
subscales for transactional versus nontransactional leaders showed no 
significant departure from parallelism (F(3, 97) = 1.575, p =.200), with a small 
effect size (Partial eta-squared = .046). Once again, both types of leaders
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showed high levels on Subscale 2 (personality) and lower levels on Subscales 
1 (achieved happiness) and 3 (attitudes and values). Across happiness 
subscales, no significant difference was apparent between transactional 
versus nontransactional leaders (F(1,99) = .676, p = .413) (see Figure 7).
T a b le  18
M ultivariate T ests  (b): Leadership  S ubscales for
Transactional vs. Nontransactional Leadership Categories
Effect Value F Hypothesis
df
Error df Sig. Partial
Eta
Squared
Subscale Pillai's Trace .924 395.374(a) 3.000 97.000 .000 .924
Subscale * 
transactional cat Pillai's Trace .046 1.575(a) 3.000 97.000 .200 .046
Table 19
Tests of Between-Subjects Effects: Leadership Subscales for
Transactional vs. Nontransactional Leadership Categories




F Sig. Partial Eta 
Squared
Intercept 110586.946 1 110586.946 7209.281 .000 .986
transactional cat 10.372 1 10.372 .676 .413 .007
Error 1518.613 99 15.340














Figure 7. Happiness subscales for transactional vs. nontransactional 
leadership categories.
Research Question 5 
Research Question 5 asked, “Do leadership and happiness profiles 
differ by demographics?”
The demographics considered in this study were gender, age, 
experience, school type, number of students in the school, and number of staff 
in the school. These demographics were examined both from the perspective
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of leadership and from the perspective of happiness. The demographics are 
first considered in light of leadership.
As noted in Tables 20 and 21, the profile analysis of leadership 
subscales by gender showed no significant departure from parallelism (F(8, 
149) = 1.439, p = .185), with a moderate effect size (Partial eta-squared = 
.072). As seen in Figure 8, the profiles for males and females are very nearly 
parallel, with both genders showing high levels of transformatrional leadership 
and low levels of transactional leadership. Across leadership subscales, no 
significant difference was apparent by gender (F(1,156) = .394, p = .531).
Table 20
Multivariate Tests (b): Leadership Subscales for Gender Category
Effect Value F
Hypothesis




Subscale Pillai's Trace .940 291.833(a) 8.000 149.000 .000 .940
subscale * 
gender Pillai's Trace .072 1.439(a) 8.000 149.000 .185 .072
Table 21
Tests of Between-Subjects Effects: Leadership Subscales for Gender Category
Source
Type III Sum 
of Squares Df Mean Square F Sig.
Partial Eta 
Squared
Intercept 7591.185 1 7591.185 12165.531 .000 .987
Gender .246 1 .246 .394 .531 .003
Error 97.343 156 .624




















As noted in Tables 22 and 23, the profile analysis of leadership 
subscales by age showed no significant departure from parallelism (F(8, 150) 
= 1.077, p = .382), with a small effect size (Partial eta-squared = .054). As 
seen in Figure 9, the profiles for older and younger persons were nearly 
parallel, with both groups showing high levels in the transformational
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leadership styles and low levels in the transactional leadership styles. Across 
leadership subscales, no significant difference was apparent by age (F(1,157) 
= .464, p = .497).
Table 22
Multivariate Tests (b): Leadership Subscales for Age Categories
Effect Value F
Hypothesis










Trace .054 1.077(a) 8.000 150.000 .382 .054
Table 23
Tests of Between-Subjects Effects: Leadership Subscales for Age Categories
Source
Type III Sum 
of Squares Df Mean Square F Sig.
Partial Eta 
Squared
Intercept 8480.164 1 8480.164 13420.628 .000 .988
age_cat .293 1 .293 .464 .497 .003
Error 99.204 157 .632








 50 years and below
 over 50 years





8 92 3 4 5 6 7
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Figure 9. Leadership subscales for age category.
As noted in Tables 24 and 25, the profile analysis of leadership 
subscales by experience of the principal showed no significant departure from 
parallelism (F(8, 150) = .614, p = .765), with a small effect size (Partial eta- 
squared = .032). As seen in Figure 10, there were no discrepancies in the 
parallelism across leadership subscales. The profiles for principals with 10 
years or more experience and those with less than 10 years of experience 
were nearly parallel, with both groups showing high levels in the
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transformational leadership styles and low levels in the transactional 
leadership styles. Across leadership subscales, no significant difference was 
apparent by experience of the principal (F(1,157) = .023, p = .880).
Table 24
Multivariate Tests (b): Leadership Subscales for Experience of Principal Categories
Effect Value F
Hypothesis




Subscale Pillai's Trace .949 347.653(a) 8.000 150.000 .000 .949
Subscale * 
experien_cat Pillai's Trace .032 .614(a) 8.000 150.000 .765 .032
Table 25
Tests of Between-Subjects Effects: Leadership Subscales for
Experience of Principal Categories
Source
Type III Sum 
of Squares Df Mean Square F Siq.
Partial Eta 
Squared
Intercept 8922.553 1 8922.553 14081.212 .000 .989
Experiencat .014 1 .014 .023 .880 .000
Error 99.483 157 .634
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Figure 10. Leadership subscales for experience of the principal categories.
As noted in Tables 26 and 27, the profile analysis of leadership 
subscales by school type (public versus private) showed a significant 
departure from parallelism (F(8, 149) = 3.280, p = .002), with a large effect 
size (Partial eta-squared = .150). As seen in Figure 11, discrepancies in the 
parallelism of profiles appeared with administrators of public schools showing 
elevated levels in Subscale 3 (inspirational motivation) and deflated levels in
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Subscale 4 (intellectual stimulation) compared to administrators of private 
schools. Across leadership subscales, no significant difference was apparent 
by school type (F(1,156) = .057, p = .812).
Table 26
Multivariate Tests (b): Leadership Subscales for School Type Categories
Effect Value F
Hypothesis




Subscale Pillai's Trace .950 353.443(a) 8.000 149.000 .000 .950
Subscale * 
school cat Pillai's Trace .150 3.280(a) 8.000 149.000 .002 .150
Table 27
Tests of Between-Subjects Effects: Leadership Subscales for School Type Categories
Source
Type III Sum 
of Squares df Mean Square F Sig.
Partial Eta 
Squared
Intercept 8878.931 1 8878.931 13926.366 .000 .989
school_cat .036 1 .036 .057 .812 .000
Error 99.460 156 .638
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As noted in Tables 28 and 29, the profile analysis of leadership 
subscales by the number of students in the school showed no significant 
departure from parallelism (F(8, 150) = 1.760, p = .089), with a moderate 
effect size (Partial eta-squared = .086). As seen in Figure 12, there were no 
discrepancies in the parallelism of profiles across leadership subscales. 
Across leadership
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subscales, no significant difference was apparent by the number of students in 
the school (F(1,157) = .125, p = .724).
Table 28
Multivariate Tests (b): Leadership Subscales for Number of Students
Effect Value F
Hypothesis




Subscale Pillai's Trace .950 353.004(a) 8.000 150.000 .000 .950
subscale * 
students cat Pillai's Trace .086 1.760(a) 8.000 150.000 .089 .086
Table 29
Tests of Between-Subjects Effects: Leadership Subscales for Number of Students
Source
Type III Sum 
of Squares Df Mean Square F Sig.
Partial Eta 
Squared
Intercept 9049.037 1 9049.037 14290.101 .000 .989
students_cat .079 1 .079 .125 .724 .001
Error 99.418 157 .633
















 400 or fewer students
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Figure 12. Leadership subscales for number of students.
As noted in Tables 30 and 31, the profile analysis of leadership 
subscales by the number of staff in the school showed no significant departure 
from parallelism (F(8, 150) = 1.810, p = .079), with a moderate effect size 
(Partial eta-squared = .088). As seen in Figure 13, discrepancies in the 
parallelism of profiles appeared in Leadership Subscales 3 (inspirational 
motivation) and 4 (intellectual stimulation), with larger staff sizes showing 
elevated levels of leadership in Subscale 3 and deflated levels in Subscale 4.
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Across leadership subscales, no significant difference was apparent by the 
number of staff in the school (F(1,157) = .243, p = .623).
Table 30
Multivariate Tests (b): Leadership Subscales for Number of Staff
Effect Value F
Hypothesis




Subscale Pillai's Trace .950 358.499(a) 8.000 150.000 .000 .950
subscale * 
staff cat Pillai's Trace .088 1.810(a) 8.000 150.000 .079 .088
Table 31
Tests of Between-Subjects Effects: Leadership Subscales for Number of Staff
Source
Type III Sum 
of Squares Df Mean Square F Sig.
Partial Eta 
Squared
Intercept 9015.849 1 9015.849 14248.412 .000 .989
Staff_cat .154 1 .154 .243 .623 .002
Error 99.344 157 .633
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0.00-





 40 or fewer
 more than 40
Figure 13. Leadership subscales for number of staff.
As noted in Tables 32 and 33, the profile analysis of happiness 
subscales by gender showed no significant departure from parallelism 
(F(3,157) = .777, p = .509), with a small effect size (Partial eta-squared = 
.015). As seen in Figure 14, there was no discrepancy in the parallelism of
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profiles by gender. Across happiness subscales, no significant difference was 
apparent by gender (F(1,159) = . 158, p = .692).
Table 32
Multivariate Tests (b): Profile Analysis of Happiness Subscales by Gender Category
Effect Value F
Hypothesis




Subscale Pillai's Trace .860 321.669(a) 3.000 157.000 .000 .860
Subscale * 
gender Pillai's Trace .015 .777(a) 3.000 157.000 .509 .015
Table 33
Tests of Between-Subjects Effects: Profile Analysis of Happiness
Subscales by Gender Category
Source
Type III Sum 
of Squares Df Mean Square F Siq.
Partial Eta 
Squared
Intercept 146276.062 1 146276.062 9135.697 .000 .983
Gender 2.522 1 2.522 .158 .692 .001
Error 2545.826 159 16.011











Figure 14. Profile analysis of happiness subscales by gender category.
As noted in Tables 34 and 35, the profile analysis of happiness 
subscales by age of the principal showed no significant departure from 
parallelism (F(3, 158) = .020, p = .996), with a small effect size (Partial eta- 
squared < .01). As seen in Figure 15, there were no discrepancies in the 
parallelism of profiles across the happiness subscales. Across happiness 
subscales, no significant difference was apparent by age of the principal 
(F(1,160) = 2.227, p =  .138).
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Table 34
Multivariate Tests (b): Analysis of Happiness Subscales by Age Categories
Effect Value F
Hypothesis




Subscale Pillai's Trace .877 374.737(a) 3.000 158.000 .000 .877
Subscale * 
age_cat Pillai's Trace .000 .020(a) 3.000 158.000 .996 .000
Table 35
Tests of Between-Subjects Effects: Analysis of Happiness Subscales by Age Categories
Source
Type III Sum 
of Squares df Mean Square F Sig.
Partial Eta 
Squared
Intercept 163579.441 1 163579.441 10374.287 .000 .985
age_cat 35.108 1 35.108 2.227 .138 .014
Error 2522.844 160 15.768








■ 50 years and below
■ over 50 years
Happiness Subscale
Figure 15. Profile analysis of happiness subscales by age categories.
As noted in Tables 36 and 37, the profile analysis of happiness 
subscales by experience of the principal showed no significant departure from 
parallelism (F (3, 158) = 1.440, p = .233), with a small effect size (Partial eta- 
squared = .027). As seen in Figure 16 , discrepancies in the parallelism of 
profiles appeared in Flappiness Subscale 4 (intellectual stimulation), with less 
than 10 years experience of the principal appearing to elevate levels on this
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subscale. Across happiness subscales, no significant difference was apparent 
by experience of the principal (F(1,160) = .608, p = .437).
Table 36
Multivariate Tests (b): Profile Analysis of Happiness Subscales by Experience Categories
Effect Value F
Hypothesis




Subscale Pillai's Trace .881 391.709(a) 3.000 158.000 .000 .881
Subscale * 
experien_cat Pillai's Trace .027 1.440(a) 3.000 158.000 .233 .027
Table 37
Tests of Between-Subjects Effects: Profile Analysis of Happiness
Subscales by Experience Categories
Source
Type III Sum 
of Squares Df Mean Square F Siq.
Partial Eta 
Squared
Intercept 172468.849 1 172468.849 10828.898 .000 .985
Experien cat 9.677 1 9.677 .608 .437 .004
Error 2548.276 160 15.927
















 10 years or less
 more than 10 years
Happiness Subscale
Figure 16. Profile analysis of happiness subscales by experience categories.
As noted in Tables 38 and 39, the profile analysis of happiness 
subscales by school type (public versus private) showed no significant 
departure from parallelism (F(3, 157) = .638, p = .592), with a small effect size 
(Partial eta-squared = .012). As seen in Figure 17, there were no 
discrepancies in the parallelism across happiness subscales. Across
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happiness subscales, no significant difference was apparent by school type 
(public versus private) (F(1,159) = 2.900, p = .091).
Table 38
Multivariate Tests (b): Profile Analysis of Happiness Subscales by School Type Categories
Effect Value F
Hypothesis




Subscale Pillai's Trace .881 388.679(a) 3.000 157.000 .000 .881
subscale * 
school cat Pillai's Trace .012 .638(a) 3.000 157.000 .592 .012
Table 39
Tests of Between-Subjects Effects: Profile Analysis of Happiness Subscales by
School Type Categories
Source
Type III Sum 
of Squares df Mean Square F Sig.
Partial Eta 
Squared
Intercept 171933.824 1 171933.824 10890.689 .000 .986
school_cat 45.781 1 45.781 2.900 .091 .018
Error 2510.170 159 15.787
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Figure 17. Profile analysis of happiness subscales by school type categories.
As noted in Tables 40 and 41, the profile analysis of happiness 
subscales by the number of students in the school showed no significant 
departure from parallelism (F(3,158) = 1.344, p = .262), with a small effect size 
(Partial eta-squared = .025). As seen in Figure 18, discrepancies in the 
parallelism of profiles appeared in Flappiness Subscale 3 (attitudes and
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values), with the number of students in the school appearing to elevate levels 
of happiness on this subscale. Across happiness subscales, no significant 
difference was apparent by the number of students in the school (F(1,160) = 
.275, p =  .601).
Table 40
Multivariate Tests (b): Profile Analysis of Happiness Subscales by School Size Categories
Effect Value F
Hypothesis




Subscale Pillai's Trace .884 399.613(a) 3.000 158.000 .000 .884
subscale * 
students cat Pillai's Trace .025 1.344(a) 3.000 158.000 .262 .025
Table 41
Tests of Between-Subjects Effects: Profile Analysis of Happiness Subscales by
School Size Categories
Source
Type III Sum 
of Squares Df Mean Square F Sig.
Partial Eta 
Squared
Intercept 175413.876 1 175413.876 10991.026 .000 .986
students_cat 4.394 1 4.394 .275 .601 .002
Error 2553.558 160 15.960
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Figure 18. Profile analysis of happiness subscales by school size categories.
As noted in Tables 42 and 43, the profile analysis of happiness 
subscales by number of staff in the school showed no significant departure 
from parallelism (F(3, 158 ) = 1.049, p = .373), with a small effect size (Partial 
eta-squared = .020). As seen in Figure 19, there were no discrepancies in the 
parallelism of profiles across happiness subscales. Across happiness
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subscales, there was a significant difference by number of staff in the school 
(F(1, 160) = 4.022, p =  .047).
Table 42
Multivariate Tests (b): Profile Analysis of Happiness Subscales by
School Staff Size Categories
Effect Value F
Hypothesis




Subscale Pillai's Trace .883 396.994(a) 3.000 158.000 .000 .883
subscale * 
staff cat Pillai's Trace .020 1.049(a) 3.000 158.000 .373 .020
Table 43
Tests of Between-Subjects Effects: Profile Analysis of Happiness Subscales by
School Staff Size Categories
Source
Type III Sum 
of Squares df Mean Square F Siq.
Partial Eta 
Squared
Intercept 175202.716 1 175202.716 11234.383 .000 .986
staff_cat 62.716 1 62.716 4.022 .047 .025
Error 2495.236 160 15.595





















 40 or fewer
 more than 40
Happiness Subscale
Figure 19.Profile analysis of happiness subscales by school staff size 
categories.
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CHAPTER 5
CONCLUSIONS, DISCUSSION, AND SUGGESTIONS 
FOR FUTURE RESEARCH
Discussion
This research centered on five questions:
1. Do leadership profiles differ between happy people and unhappy 
people?
2. Do servant leaders differ from traditional leaders in their happiness 
profiles?
3. Do transformational leaders differ from nontransformational leaders 
in their happiness profiles?
4. Do transactional leaders differ from nontransactional leaders in their 
happiness profiles?
5. Do leadership and happiness profiles differ by demographics?
Research Question 1 asked, “Do leadership profiles differ between
happy people and unhappy people?” As shown in Figure 4 and Table 12, a 
significant departure from parallelism reveals a significant interaction between 
the mean scores for leaders with high happiness and the means of leaders 
with low happiness in the leadership subscales of inspirational motivation. In
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addition, individual consideration was in evidence. Similarly, there was an 
inverse relationship seen for the leadership subscale of intellectual stimulation.
Across leadership subscales, the profile was not flat; there were higher 
mean scores on Subscales 1-6. These subscales include all five of the 
transformational leadership styles as well as contingent reward (the first of the 
transactional styles on the continuum). Subscales 7-9--for transactional 
styles--were lower.
In answering Research Question 1, “Do leadership profiles differ 
between happy people and unhappy people?”, it can be stated that happy and 
unhappy people have different leadership styles in some cases. The pattern 
of higher mean scores for both high happiness and low happiness leaders for 
Leadership Subscales 1-6 and low means for both groups on Leadership 
Subscales 7-9 shows an interesting pattern. The significant interaction is the 
inspirational motivation leadership style and the individualized consideration 
leadership style. Those leaders do exhibit higher happiness in their work.
Research Question 2 asked, “Do servant leaders differ from traditional 
leaders in their happiness profiles?” The results from the profile analyses 
indicated that across all the happiness subscales, servant leaders had higher 
happiness scores than nonservant leaders, as noted in Figure 5 and Table 15. 
The analysis indicates that servant leaders are happier across all subscales.
It is possible that adopting a servant leadership style results in greater 
happiness because the style focuses on making others happy. The finding
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that servant leaders are happier can be considered support for the intuitive 
work of Greenleaf (1977, 1991) and others. As mentioned in Chapter 2, 
servant leadership is a positive approach to the relationships inspired by 
leadership. Spears (2001) specifically outlined critical characteristics of a 
servant leader as listening, empathy, healing, persuasion, awareness, 
foresight, conceptualization, commitment, stewardship, and community 
building. These seem to be positive actions that could lead to perceived 
happiness for the leaders. Servant leadership is an “others centered” 
philosophy. Spears (1998) emphasizes that servant leadership begins with 
effective, caring leadership that grows out of a desire to serve others. The 
leadership test for servant leaders is “to examine if those being served grow 
as persons, becoming healthier, wiser, freer, and more autonomous” 
(Greenleaf, 1977, p. 1).
Research Question 3 asked, “Do transformational leaders differ from 
nontransformational leaders in their happiness profiles?” The profile analysis 
indicated that across all the happiness subscales, transformational leaders 
had higher happiness scores than nontransformational leaders, as noted in 
Figure 6 and Table 17. The analysis indicates that transformational leaders 
are happier across all subscales for happiness as conceptualized by the PHI 
instrument.
Myerss (2000) identifies relationships as one of the three key 
components of happiness. Relationships indicate a need to belong. For
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transformational leaders this need may be personal to themselves or it may be 
a goal for the betterment of the school that to which followers believe that they 
belong. Either reason puts the relational issue as a goal ahead of the status 
quo. Diener (2004) pointed out that subjective well-being can include self­
esteem, joy, feelings of fulfillment, etc., and these are the happiness feelings 
that the transformational leaders are experiencing.
Research Question 4 asked, “Do transactional leaders differ from 
nontransactional leaders in their happiness profiles?” The profile analysis 
indicated that across all the happiness subscales, transactional and non­
transactional leaders did not differ in their levels of happiness, as shown in 
Figure 7. The analysis indicates that transactional leaders are not happier 
across subscales for happiness as conceptualized by the PHI instrument.
Bass (1996) describes transactional leaders as having a tendency to be 
contingent rewarding. This means that the leader either rewards or punishes 
the followers for meeting or missing the goals of the organization. The 
attention of the leader is given to the goals or to the skills and knowledge 
necessary to accomplish the goals. The vision of the organization or the 
individual needs of the followers is not the priority of transactional leaders.
This may offer satisfaction in production results, but it seems not to reflect 
personal happiness. Weber (1947) describes the three characteristics of 
transactional leadership as having control or power because of position; 
having control or power because of loyalty to the position, not the individual;
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and having control or power because of the ability to offer favoritism or reward. 
Burns (1978) describes this leadership as being grounded in responsibility, 
fairness, and commitment. These are not characteristics that move a leader 
toward self-awareness. Seligman (2002) believes that with self-awareness, it 
is much easier to create a life that allows leaders to express themselves fully 
and experience the most happiness. This may offer insight into the lack of 
relationship between happiness and transactional leadership.
Looking at the profile of transformational leaders versus 
nontransformational leaders and the profile of transactional leaders versus 
nontransactional leaders, it cannot be assumed that because transformational 
leaders are significantly happy and transformational leaders are not 
significantly happy that transformational leaders are happier than transactional 
leaders. All that can be stated is that transformational leaders are happier 
than nontransformational leaders and transactional leaders are not happier 
than nontransactional leaders. Although the transformational leaders having 
higher happiness supports of the work of such authors as Burns (1978), 
Marzano et al. (2005), and others who have found transformational leadership 
styles as sources of positive relationships (as cited in Chapter 2), one cannot 
go further to compare the results with the transactional leadership results.
Research Question 5 asked, “Do leadership and happiness profiles 
differ by demographics?” This finding suggests that servant, transformational, 
and transactional leadership styles are not demographic-specific, with two
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exceptions: leadership style related to school type and happiness related to 
school size. The six demographic categories of gender, age, experience of 
the principal, school type, school size, and staff size were each compared to 
leadership subscales (the nine leadership types from transformational to 
transactional) and then compared to the happiness subscales (the four 
subcategories of happiness).
Within the leadership profiles, the profile that showed significant 
interaction was between Leadership Subscale 3 (inspirational motivation) and 
principals of public schools. Public school principals who were inspirational 
motivation leaders were happier than private school principals. There was 
nothing in the literature that would explain why public school leaders for that 
leadership type would be happier. An inspirational motivation leader draws 
others into the vision, motivating them with a strong sense of purpose. Team 
spirit and involvement in meaningful work are important to this type of leader. 
These things do not seem to be specific to the public school setting, so it is 
unclear why public school principals would be happier than private school 
principals when favoring this leadership style.
A second result was found in the comparison of the happiness profile 
with school staff size. That profile showed a significant difference in 
relationship between principals of schools with more than 40 staff members 
and those with fewer than 40 staff members. The schools with more than 40 
staff members had principals who were happier. This finding is interesting
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because it would be intuitive to believe that principals with a greater number of 
staff might be over-extended trying to meet increased staff demands. Again 
the literature did not offer insight for this finding. Could principals with larger 
staffs feel more affirmed? Could principals with larger staffs be more insulated 
from problems? Possibly it is as Senge (1990) suggests: that seeing reality is 
like seeing circles of influence rather than straight lines. This systems thinking 
can create synergy, and in it, it is possible that the leader has greater 
opportunity for synergy with a larger staff. It should be noted, though, that 
because the balance of demographic data did not show relationship with 
happiness or leadership, further inquiry is needed to determine the veracity of 
both the public versus private and the staff size result.
Conclusions
Looking at leadership style against the backdrop of happiness guided 
this work. The expectation would be that within the educational setting, happy 
leaders would create a more positive and effective learning environment. 
Transformational leaders in general did report to be happier, and transactional 
leaders did not report any elevated happiness. Servant leaders also reported 
elevated happiness. What does this mean for education?
Servant leadership and transformational leadership do appeal to a 
segment of leaders within educational leadership, and that does translate into 
overall happiness for them as principals. The writings of authors such as
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Bennis (cited in Spears & Lawrence, 2002), Blanchard (2003), Bass (1985, 
1996), Block (1993), Burns (1978), Covey (1990), DePree (1992), Senge 
(1990), Spears (1998), and Wheatley (2002\) speak with passion for the 
effective change in education and other institutions that is possible with the 
transformational leadership model. This research supports their efforts. The 
dynamics of positive psychology and happiness as studied by Seligman 
(2002), Myers (2000), Fordyce (1987), and Csikszentmihalyi (2003) offer 
educators a new insight as they consider their leadership.
Csikszentmihalyi (2003) describes the study of happiness as ephemeral 
and, to some, immaterial. He, however, sees things that make people happy 
as the most important things in life, and they have not been studied seriously. 
Thus the work of studying educational leaders through their leadership style 
and their happiness deserves attention and can be of value to prepare future 
educational leaders in leadership styles that foster these positive relationships. 
Training educational leaders to lead in a manner that allows them to have a 
positive perspective should serve to create a more positive educational 
environment. Transformational leadership does foster happiness in a more 
effective way than transactional leadership. Thus educational leadership 
instruction should continue to encourage principals to consider and adopt the 
transformational and servant leadership characteristics.
One of the lessons of this research is how dynamic leadership is for the 
principals who were surveyed. These principals often showed strong
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characteristics in several leadership styles. The nature of the job is such that
principals are confronted by a wide variety of situations. The response to
these situations might require leadership that is not natural to people who
prefer to lead transformationally. To be a transformational leader means that
people-centered relationships have highest priority. Leadership that centers
on a results-oriented approach, as does a transactional leadership style, gets
things accomplished, but are they accomplished at the cost of happiness?
Servant leadership offers a positive approach to the educational setting.
A goal of allowing those being served to grow as persons, becoming healthier,
wiser, freer, and more autonomous, is a noble one that should be considered
by educational leaders in their preparation.
As Csikszentmihalyi (2003) states when discussing the desire to find
“flow” in the experiences a leader has in work and life,
To be happy for life, you must first try to know yourself. Coming to 
know one’s strengths and weaknesses makes it possible to find the 
match between skills and challenges that is critical for experiencing 
flow. Mastering consciousness-knowing how to control one’s attention 
and how to use one’s time-are the next steps that lead to a style of 
leadership that improves the happiness of the leader as well as other 
members of the organization, (p. 19)
A style of leadership that improves the happiness of the leader as well as that 
of other members of the organization is a noble goal.
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Suggestions for Future Research 
Future research on the topic of happiness and leadership styles could 
be interesting if it were to use various samples. For example, a sample of 
schools that allowed examination of urban or rural schools versus suburban 
schools could be interesting. Further, the study could be expanded to include 
middle schools and high schools and their leaders.
Measurement of servant leadership was difficult. A clear and distinct 
definition of servant leadership measured through the MLQ was not possible. 
Although servant leadership characteristics are shared within a specific 
subscale of the MLQ transformational leadership, the definition is imprecise 
and thus difficult to assess. The servant leadership characteristics were 
similar to those scale items on the MLQ of idealized influence-attributed and 
idealized influence-behavioral subscales, but the scoring of the MLQ was not 
designed to assign a leader into a servant leadership style category.
No leadership style instrument can clearly assign leaders to a servant 
leadership style only. Perhaps distinctions between servant leadership styles 
and other transformational leadership styles might be clearer by using 
interviews, third-party reports, or observational studies. Interview questions 
and strategies might include, “What aspect of the principalship makes you the 
most happy?” and “I would characterize my own leadership style to include...,” 
followed by a list the characteristics of servant leadership. A list of 
characteristics that includes servant leadership traits, as well as others, could
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be offered, asking the respondents to rank them in order of importance for 
effectiveness and satisfaction.
When using the MLQ in the future, questions should be included to 
define the contextual situations in which an educational leader would apply 
leadership style characteristics. A leader must behave pragmatically in a 
transactional manner if the situation demands, yet still naturally and 
comfortably default to a transformational or servant leadership style. Defining 
situations contextually would offer a clearer understanding.
Ceiling effects likely affected the outcomes of this study. Most 
principals had high scores on all of the leadership style scales as well as high 
scores on the happiness scales. Thus, the range of leadership scores was 
attenuated and likely restricted the extent of the relationship between 
leadership styles and happiness.
This study cannot establish the direction of the effect between 
leadership styles and happiness. It may be that happy people gravitate to 
certain leadership styles or that engaging in a particular leadership style might 
lead to more happiness. A program that trains transactional leaders to adopt 
transformational or servant leadership styles and then assesses those 
leadership happiness scores before and after the training would provide some 
support for transformational leadership styles.
Another suggestion for future study could include a 360° approach to 
overcome the question of accuracy of self-perception for both leadership style
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and for outward happiness. Csikszentmihalyi (2003) has also developed a 
system of sampling called the Experience Sampling Method (ESM), in which 
subjects are beeped by way of a hand-held device at random intervals, at 
which time they log their activity, who they are with, and how they are feeling. 
This would be an interesting way of determining happiness as well as the 
activity in relationship to possibly determining if actual behaviors were 
consistent with behaviors of identified leadership styles.
A Final Thought
Helen Keller once said that “many people have a wrong idea of what 
constitutes true happiness. It is not attained through self-gratification, but 
through fidelity to a worthy purpose” (Elliott, 2007, p. 1). The happiness 
described by the elementary school principals of this study is attained through 
their fidelity to the worthy purpose of educating the future leaders of our world.
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September 8, 2004 
Dear Dr. Fordyce,
My name is Sandy Renehan. I am a doctoral candidate in educational 
administration at Northern Illinois University in DeKalb, Illinois. My 
dissertation is entitled Servant Leaders as Positive Psychologists. I am 
comparing happiness to leadership style. I would appreciate permission to 
use your Psychap Inventory (PHI) as one of the instruments in my study. I 
understand that you have a disc with research software that provides for 
the testing, scoring, and interpretation of The Psychap Inventory (PHI). 
Could I also have a copy of the disc?
I have attempted to email you but have not been successful. My email 
address is My mailing address is:
Sandy Renehan
I look forward to hearing from you,
Sincerely,
Sandy Renehan
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We receive numerous requests from clinicians, 
academicians, and researchers for permission to use o f The 
Psychap Inventory (PHI) in their clinical and/or research 
efforts. If you follow the stipulations below, consider 
yourself authorized to reduplicate and use the PH I as 
much as you need fo r  your projects.
First, testing materials are ONLY available to educators, 
researchers, counselors, or properly supervised students.
All users must submit an e-mail representing their 
credentials and intended use o f the tests to: Michael 
Fordyce, at mfordyce@edison.edu A response from us 
may not immediately occur (especially when we are gone 
in the summers) AND IS NOT R E Q U IR E D  for you to go 
forward and use the PHI as you propose in your e-mailing. 
And second, users are obligated to share any resultant data, 
papers, and/or publications with the author, Dr. Fordyce, at 
the same e-mail address.
MATERIALS YOU'LL NEED
The Psychap Inventory can be downloaded from here to use 
in standard "pencil & paper" testings. To use The Psychap 
Inventory, click the link below to view, print, and then 
duplicate any o f Test Question Pages, Examinee Answer 
Sheets, Scoring Direction Sheets, and the extensive 
Interpretation o f Scores Sheets you may decide to share 
with examinees (with our permission to duplicate the 
materials as needed). (Note: as some internet browsers may 
misalign print-outs, you have permission to retype or 
reformat and copy any materials as desired. Also, foreign 
users have permission to translate any materials into 
appropriate languages as needed.)
1. For downloadable copies o f all test 
m a te r ia ls , c l ic k  here.
2. To view or copy Dr. Fordyce's article 
"The Psychap Inventory" which also serves 
as the TEST M A N U A L (and includes detailed
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This questionnaire is to describe your leadership style as you perceive it. Please answer 
all items. If an item is irrelevant, or if you are unsure or do not know the answer, 
leave the answer blank.
Forty-five descriptive statements are listed on the following pages. Judge how 
frequently each statement fits you. The word “others” may mean your peers, clients, 
direct reports, supervisors, and/or all of these individuals.
Use the following rating scale:
Not at all Once in a while Sometimes Fairly Often Frequently,
If not always
0 1 2 3 4
1. I provide others with assistance in exchange for their efforts.................................... n 1 2 3 4
2. I re-examine critical assumptions to question whether they are appropriate.......... 0 1 2 3 4
3. I fail to interfere until problems become serious.......................................................... n 1 2 3 4
4. I focus attention on irregularities, mistakes, exceptions, and deviations
From standards.....................................................................................  ............................ n 1 2 3 4
5. I avoid getting involved when important issues arise.................................................. n 1 2 3 4
6. I talk about my most important values and beliefs...................................................... n 1 2 3 4
7. I am absent when needed................................................................................................. n 1 2 3 4
8. I seek differing perspectives when solving problems.................................................. 0 1 2 3 4
9. I talk optimistically about the future................................................................................. 0 1 2 3 4
10. I instill pride in others for being associated with me..................................................... n 1 2 3 4
11. I discuss in specific terms who is responsible for achieving performance targets.. . .0 1 2 3 4
12. I wait for things to go wrong before taking action......................................................... 0 1 2 3 4
13. I talk enthusiastically about what needs to be accomplished...................................... n 1 2 3 4
14. I specify the importance of having a strong sense of purpose.............. n 1 2 3 4
15. I spend time teaching and coaching................................................................................. 0 1 2 3 4
16. 1 make clear what one can expect to receive when performance
goals are achieved.................................................................................. ....................... n 1 2 3 4
17. 1 show that 1 am a firm believer in "if it ain't broke, don't fix it."................................... n 1 2 3 4
18. 1 go beyond self-interest for the good of the group...................................................... 0 1 2 3 4
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Not at all Once in a while Sometimes Fairly Often Frequently,
If not always
0 1 2 3 4
19. I treat others as individuals rather than just as a member of the g ro u p  0 1 2  3 4
20. I demonstrate that problems must become chronic before I take action........................... 0 1 2  3 4
21. I act in ways that build others’ respect for me  0 1 2 3 4
22. I concentrate my full attention on dealing with mistakes, complaints, and failures. .. 0 1 2  3 4
23. I consider the moral and ethical consequences of decisions 0 1 2  3 4
24. I keep track of all m istakes 0 1 2 3 4
25. I display a sense of power and confidence 0 1 2  3 4
26. I articulate a compelling vision of the future.................................................................................0 1 2 3 4
27. I direct my attention toward failures to meet standards........................................................... 0 1 2 3 4
28. I avoid making decisions................................................................................................................... 0 1 2 3 4
29. I consider an individual as having different needs, abilities,
and aspirations from o thers ............................................................................................................. 0 1 2 3 4
30. I get others to look at problems from many different angles 0 1 2  3 4
31. I help others to develop their strengths 0 1 2  3 4
32. I suggest new ways of looking at how to complete assignm ents 0 1 2  3 4
33. I delay responding to urgent questions 0 1 2  3 4
34. I emphasize the importance of having a collective sense of m ission 0 1 2  3 4
35. I express satisfaction when others meet expectations 0 1 2 3 4
36. I express confidence that goals will be achieved  0 1 2  3 4
37. I am effective in meeting others'job-related needs....................................................................0 1 2  3 4
38. I use methods of leadership that are satisfying........................................................................ 0 1 2  3 4
39. I get others to do more than they expected to do.................................................................... 0 1 2 3 4
40. I am effective in representing others to higher authority..........................................................0 1 2  3 4
41. I work with others in a satisfactory way......................................................................................... 0 1 2  3 4
42. I heighten others’ desire to succeed...............................................................................................0 1 2 3 4
43. I am effective in meeting organizational requirements.............................................................0 1 2  3 4
44. I increase others'willingness to try harder................................................................................... 0 1 2  3 4
45. I lead a group that is e ffective..........................................................................................................0 1 2  3 4
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Table 44
Frequency Table of Happiness Rankings and Corresponding Mean Happiness Score and
Standard Deviation for Each Rank
Happiness Category N % of sample M SD
Unhappy 2 1.2 30.50 2.12
More unhappy than happy 7 4.3 47.43 3.10
Happiness score in the 33% to 66% rank 19 11.7 56.26 2.18
Above average happy: happiness score in the 
67% to 80% rank
52 32.1 64.21 2.10
H app iness score in the 80% to 95% rank 64 39.5 70.47 1.65
Happiness score in top 5% rank 18 11.1 75.06 1.11
Note: Rankings are based on Fordyce’s (1973) sample.
Table 45
Comparison of Leadership Subscales by Gender
Leadership Subscale Gender M SD T P
Idealized influence - attributed Male 4.07 0.59 -0.83 0.41
Female 4.15 0.56
Idealized influence - behavior Male 4.39 0.49 -0.84 0.40
Female 4.46 0.52
Inspirational motivation Male 4.40 0.43 -1.38 0.17
Female 4.51 0.45
Intellectual stimulation Male 4.18 0.45 -1.75 0.08
Female 4.31 0.43
Individual consideration Male 4.32 0.49 -2.22* 0.03
Female 4.49 0.42
Contingent reward Male 4.02 0.62 -0.63 0.53
Female 4.08 0.60
Management by exception - active Male 2.53 0.81 2.15* 0.03
Female 2.26 0.69
Management by exception - passive Male 2.06 0.63 2.00* 0.05
Female 1.85 0.57
Laissez faire Male 1.52 0.43 -0.51 0.61
Female 1.57 0.55
* significance atp < .05
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Leadership Subscale Age Category M SD F P




61 and above 4.31 0.56




61 and above 4.46 0.56




61 and above 4.49 0.47




61 and above 4.39 0.40




61 and above 4.54 0.48




61 and above 4.10 0.63
(continued on following page)
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Table 46 (continued)
Leadership Subscale Age Category M SD F P
Management by exception - 
active




61 and above 2.10 0.63
Management by exception - 
passive




61 and above 2.03 0.71




61 and above 1.51 0.52
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Table 47




Experience M SD F P





31 + 4.17 0.52





31 + 3.83 0.52





31 + 4.08 0.38





31 + 4.17 0.38





31 + 3.75 0.25





31 + 3.75 0.66
(continued on following page)






Experience M SD F P





31 + 2.75 0.66
Management by exception -  
passive





31 + 2.33 0.52





31 + 2.00 0.50
* significant atp < .05
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Table 48
Comparison of Leadership Subscales by School Type
Leadership Subscale School type M SD F P
Idealized influence -  
attributed
Public 4.12 0.61 1.21 0.30
Private/religious 4.16 0.55
Private/nonreligious 3.85 0.44
Idealized influence -  
behavior
Public 4.45 0.45 5.25* 0.01
Private/religious 4.52 0.48
Private/nonreligious 3.98 0.83
Inspirational motivation Public 4.58 0.37 6.62* 0.00
Private/religious 4.38 0.49
Private/nonreligious 4.18 0.54
Intellectual stimulation Public 4.23 0.44 0.77 0.46
Private/religious 4.30 0.46
Private/nonreligious 4.38 0.56
Individual consideration Public 4.48 0.43 0.82 0.44
Private/religious 4.39 0.48
Private/nonreligious 4.50 0.42










Public 1.86 0.51 1.73 0.18
Private/religious 2.01 0.68
Private/nonreligious 1.73 0.70
Laissez faire Public 1.48 0.42 2.04 0.13
Private/religious 1.65 0.60
Private/nonreligious 1.63 0.70
* significant at p < .05
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Table 49
Comparison of Leadership Subscales by School Size
Leadership Subscale School Size M SD F P




601 + 4.06 0.66




601 + 4.41 0.51




601 + 4.51 0.44




601 + 4.25 0.40




601 + 4.43 0.43




601 + 4.03 0.63
(continued on following page)
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601 + 2.26 0.83




601 + 1.75 0.55




601 + 1.49 0.44
Note: School size measured as number of students enrolled in the school.
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Table 50
Comparison of Leadership Subscales by School Staff Size
Leadership Subscale School Staff Size M SD F P




61 + 4.02 0.66




61 + 4.43 0.49




61 + 4.54 0.41




61 + 4.23 0.43




61 + 4.51 0.42




61 + 3.99 0.61
Management by exception -  
active




61 + 2.23 0.82
(continued on following page)
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
Table 50 (continued)
123
Leadership Subscale School Staff Size M SD F P
Management by exception -  
passive




61 + 1.83 0.58








Total Number of Administrators, 
Public/Nonpublic (High School/ 












DuPage 358/104 140 65 205
Lake 278/78 83 43 126
Kane 166/58 70 51 121
Will 196/54 68 38 106
Total 998/294 (1292) 361 197 558
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Table 52
Comparison of Happiness Scores by Gender
Happiness Subscale Gender M SD t P
Achieved happiness Male 14.10 1.79 0.41 0.68
Female 13.95 2.41
Personality Male 19.38 2.24 -0.68 0.50
Female 19.62 2.02
Attitudes and values Male 15.48 2.01 1.05 0.29
Female 15.01 2.81
Lifestyle Male 17.21 2.30 0.33 0.74
Female 17.04 3.30
Happiness total score Male 66.17 6.36 0.40 0.69
Female 65.61 8.59
Happiness rank Male 4.35 0.96 -0.14 0.89
Female 4.38 1.10
Note: d f=  159
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Table 53
Comparison of Happiness Scores by Age
Happiness Scale Age Category M SD F P




61 and above 14.17 3.31




61 and above 20.28 2.02




61 and above 15.00 3.18




61 and above 16.89 3.14




61 and above 66.33 10.16




61 and above 4.50 1.04





31 + 21.00 2.00
(continued on following page)




Number of Years of 
Experience Category M SD F P





31 + 15.67 0.58





31 + 17.67 1.15





31 + 69.00 2.65





31 + 4.67 0.58
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Happiness Scale
Number of Years of Experience 
Category M SD F P
Achieved
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Table 55
Comparison of Happiness Scores by School Type
Happiness Scale School Type M SD F P
Achieved
happiness
Public 14.16 1.93 1.44 0.24
Private/religious 13.97 2.42
Private/nonreligious 12.90 3.35





Public 15.51 2.23 2.78 0.06
Private/religious 14.89 2.47
Private/nonreligious 13.70 5.03





Public 66.79 6.73 1.79 0.17
Private/religious 64.92 8.38
Private/nonreligious 62.80 13.53
Happiness rank Public 4.48 0.98 1.03 0.36
Private/religious 4.25 1.03
Private/nonreligious 4.20 1.69
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Happiness Scale School Size M SD F P




601 + 14.12 2.28




601 + 19.62 2.37




601 + 15.91 2.44




601 + 16.88 2.76




601 + 66.53 7.72




601 + 4.50 1.05
Note: School size measured as number of students enrolled in the school.
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Table 57
Comparison of Happiness Scores by Number of School Staff
Happiness Scale
Number of 
School Staff M SD F P




61 + 13.79 2.19




61 + 19.54 2.16




61 + 15.59 2.44




61 + 16.87 2.89
Happiness 
Total Score




61 + 65.79 7.77
Happiness
Rank




61 + 4.44 1.07
* significant atp < .05











































1 — 0.38* 0.44* 0.43* 0.36* 0.57* 0.09 -0.06 -0.02
2 — 0.46* 0.37* 0.47* 0.29* -0.01 -0.10 -0.23*
3 — 0.36* 0.43* 0.31* -0.14 -0.26* -0.20*
4 — 0.45* 0.28* 0.00 -0.14 -0.05
5 ~ 0.26* -0.20* -0.25* -0.34*
6 — 0.21* 0.03 0.05
7 — 0.37* 0.25*
8 — 0.33*
9 -
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T H E  P S Y C H A P  I N V E N T O R Y
(FORM A)
DIRECTIONS: The PSYCHAP INVENTORY is a questionnaire which 
gives you the chance to compare your personality to others.
Each item consists of two statements, "A" & "B". Read each of 
the two statements and pick the one which comes closest to the 
way you generally think, feel, or behave.
You'll answer the questions by circling the letter "A" or "B" next to the item 
number there.
Most choices will be easy to decide, but with questions which 
are a "close call" -- or with questions where neither seem to apply -- 
try to make the choice that comes closest. Also keep in mind, 
questions are to be answered "IN general" -- not just how 
you may be feeling today.
1. A. I like meeting people.
B. I don't particularly like meeting people.
2. A. I don't think a lot about my happiness.
B. I think a lot about my happiness.
3. A. I rarely suffer from aches, pains, and other physical discomforts.
B. I often suffer from aches, pains, and other physical dicomforts.
4. A. I like to be somewhat detached and uninvolved.
B. I like to be wrapped up and involved.
5. A. At present, I don't have any really close relationships.
B. I have a really close relationship with someone special.
6. A. I feel fulfilled.
B. I feel unfulfilled.
7. A. My health is very good these days.
B. My health isn't too good these days.
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8. A. I'm likely not to try new and different activities.
B. I'm always “game” for new and different activities.
9. A. I have a strong feeling of self-respect.
B. I lack a strong feeling of self-respect.
10. A. My sex life isn't completely satisfactory.
B. My sex life is very satisfactory.
11. A. My personal life is going real well.
B. My personal life is not going real well.
12. A. The future doesn't look especially bright to me.
B. The future looks bright to me.
13. A. Whatever happens is not especially for the best.
B. Whatever happens is for the best.
14. A. I do not have a lot of activities I enjoy.
B. I have a lot of activities I enjoy.
15. A. I don't often have honest, heart-to-heart talks with my friends.
B. I often have honest, heart-to-heart talks with my friends.
16. A. I think of myself as an effective, efficient person.
B. I don't particularly think of myself as an effective,
efficient person.
17. A. Life doesn't usually turn out as good as I thought it would.
B. Life usually turns out as good as I thought it would.
18. A. I have no personality problems that bother me.
B. I have a few personality problems that bother me.
19. A. Prestige and social standing are very important to me.
B. Prestige and social standing are not that important to me.
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20. A. I accept my shortcomings pretty well.
B. I find it hard to accept my shortcomings.
21. A. I could honestly rank my life as one of the happiest on record!
B. I couldn't honestly rank my life as one of the happiest on record.
22. A. I've got a lot of bad feelings about the past.
B. I have very few bad feelings about the past.
23. A. I don't feel completely at home in society.
B. I feel right at home in society.
24. A. I like to spend most of my spare time by myself.
B. I like to spend most of my spare time with others.
25. A. I know what I want from life.
B. I'm not sure what I want from life.
26. A. When things get bad, it's hard for me to be optimistic.
B. When things get bad, I'm still able to muster my optimism.
27. A. Success and achievement is the greatest source of happiness. 
B. Relationships with others is the greatest source of happiness.
28. A. I often find myself daydreaming.
B. I rarely find myself daydreaming.
29. A. My goals are pretty clear to me.
B. My goals are not too clear to me.
30. A. My life isn't too exciting.
B. I live a fairly exciting life.
31. A. When I've got troubles, I generally talk them over with someone.
B. When I've got troubles, I generally keep them to myself.
32. A. I'm often worried about things that are going to happen.
B. I'm rarely worried about things that are going to happen.
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33. A. I am usually full of zest and energy.
B. I am not usually full of zest and energy.
34. A. I don't tend to look on the bright side of things.
B. I tend to look on the bright side of things.
35. A. My parents were very happy people.
B. My parents weren't particularly happy people.
36. A. I never feel inadequate.
B. I sometimes feel inadequate.
37. A. Most of my ambitions may be too hard to achieve.
B. Most of my ambitions are within my ability to achieve.
38. A. I find it easy to comfort people when they're having problems.
B. I find it a bit difficult to comfort people when they're
having problems.
39. A. My lifestyle is not at all typical and normal.
B. My lifestyle is pretty typical and normal.
40. A. I like to deal with things.
B. I like to deal with people.
41. A. Sometimes I experience extremely joyful and elated moods. 
B. Extremely joyful and elated moods seldom happen to me.
42. A. I get a lot of satisfaction from being with other people.
B. I don't get much satisfaction from being with other people.
43. A. I've got a lot of worries.
B. I've got few worries.
44. A. I have more happy experiences than unhappy ones.
B. I have more unhappy experiences than happy ones.
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45. A. I'm pretty friendly to people.
B. I'm not particularly friendly to people.
46. A. I tend to attack problems directly.
B. I tend to avoid problems when possible.
47. A. I achieve most of things I want.
B. I don't achieve all of things I want.
48. A. I spend more than 50% of my day in a happy mood.
B. I spend less than 50% of my day in a happy mood.
49. A. I've often lost at love.
B. I've rarely lost at love.
50. A. I don't get too much enjoyment from everyday simple pleasures
B. I get a lot of enjoyment from everyday simple pleasures.
51. A. I tend to persist until I get what I want.
B. I tend to give up when I can't get what I want.
52. A. I like my role in life.
B. I don't like my role in life.
53. A. It is good to accept one's weaknesses and bad points.
B. It is not good to accept one's weaknesses and bad points.
54. A. I don't enjoy participating in social activities.
B. I enjoy participating in social activities.
55. A. I feel free to express my feelings.
B. I don't always feel free to express my feelings.
56. A. I am satisfied with my life.
B. I am not satisfied with my life.
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57. A. I am a realist.
B. I am an optimist.
58. A. I tend to be more of a worry-wart.
B. I tend to be more of a carefree person.
59. A. I think very highly of other people.
B. I don't think too highly of other people.
60. a . I depend on myself to get me through life.
B. I depend on other people to help me through life.
61. A. People consider me a happy person.
B. People don’t necessarily consider me a happy person.
62. A. I’m pretty confident in social situations.
B. I’m not too confident in social situations.
63. A. My relationship with my loved ones isn’t going as well as I’d like.
B. My relationship with my loved ones is going very well.
64. A. The things I do are pretty important.
B. The things I do are not too important.
65. A. I often feel lonely and apart.
B. I hardly ever feel lonely and apart.
66. A. Happiness is not one of my most important goals.
B. Happiness is one of my most important goals.
67. A. I’m not a particularly active person.
B. I’m an extremely active person.
68. A. I need to be very successful to be happy.
B. I don’t need to be very successful to be happy.
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69. A. I don't especially enjoy being a leader in groups. 
B. I enjoy being a leader in groups.
70. A. I'm not much of a conformist.
B. I'm pretty much a conformist.
71. A. I feel I am successful.
B. I don't feel I am successful.
72. A. I like myself.
B. I can't say I like myself.
73. A. I strive to be candid and honest with others.
B. I am not too candid and honest with others.
74. A. Among my values, happiness is very important.
B. Among my values, happiness is not too important.
75. A. Life doesn't seem too meaningful to me.
B. Life seems full of meaning for me.
76. A. I feel I am happier than most people.
B. I feel I am not happier than most people.
77. A. I find that being open and honest with people solves 
a lot of problems.
B. I find that being open and honest with people causes
a lot of problems.
78. A. People find me a likable person.
B. People don't necessarily find me a likable person.
79. A. My daily tasks are not particularly meaningful.
B. My daily tasks are very meaningful.
80. A. I can't imagine being any more pleased with the way my life is going.
B. I can imagine being a bit more pleased with the way my life is going.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
APPENDIX D 
PACKET SENT TO ELEMENTARY PRINCIPALS
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
141
March 7, 2005 
Dear Colleagues,
My name is Sandy Renehan, and I am the principal of All Saints 
Catholic Academy, a new school opening in the fall of 2005 in 
Naperville. I am also a doctoral candidate in Educational 
Administration at Northern Illinois University. My dissertation is 
entitled Servant Leaders as Positive Psychologists. I would be 
very grateful for your help in the collection of data for this 
dissertation. What this would involve would be answering three 
questionnaires: a survey on leadership style, an attitudinal survey, 
and some demographic questions as well. Your responses will be 
confidential. The surveys should not take more than 15 minutes to 
complete, and your cooperation will be deeply appreciated.
It is my hope to generate data that will give further insight into the 
nature of the leadership style of servant leaders. I thank you in 
advance for your participation in the advancement of this body of 
knowledge.
You may wish to know your own personal leadership summary as 
indicated by your responses to these questionnaires. If you keep a 
copy of your survey, I would be happy to send you a scoring guide 
that would allow you to discern your style. Simply e-mail your 
request to srrenehan@yahoo.com
You may direct any questions regarding this study to the 
researcher: Sandy Renehan at [phone number] or the dissertation 
chair: Dr. Joseph Saban at (815) 455-8510.
Regards,
Sandy Renehan




Last month you received a packet requesting your assistance by 
completing a set of surveys as part of my doctoral dissertation 
entitled Servant Leaders as Positive Psychologists. I would be 
very grateful for your help in the collection of data for this 
dissertation. If you no longer have the packet, I would be happy to 
mail or e-mail you another one. Please phone me at [phone 
number] or e-mail me at [e-mail address] if you need a new packet.
What this would involve would be answering three questionnaires: 
a survey on leadership style, an attitudinal survey, and some 
demographic questions as well. Your responses will be 
confidential. The surveys should not take more than 15 minutes to 
complete, and your cooperation will be deeply appreciated.
It is my hope to generate data that will give further insight into the 
nature of the leadership style of servant leaders. I thank you in 
advance for your participation in the advancement of this body of 
knowledge.
You may wish to know your own personal leadership summary as 
indicated by your responses to these questionnaires. If you keep a 
copy of your survey, I would be happy to send you a scoring guide 
that would allow you to discern your style. Simply e-mail your 
request to [e-mail address].
You may direct any questions regarding this study to the 
researcher: Sandy Renehan at [phone number] or the dissertation 
chair: Dr. Joseph Saban at (815) 455-8510.
Regards,
Sandy Renehan








41 -5 0  
5 1 -6 0  
61 +
Number of years as an elementary principal 
This is my first year
I - 5  
6-  10
I I - 2 0  
21 -3 0  
31 +
Type of school
Public Private -  Religious Private -  Nonreligious
Number of students in your building 





Number of staff (certified and noncertified) in your building 
1-  10 
11-25 
26 -40  
41 -60  
61 +
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
144
CONSENT FORM
I agree to participate in the research project titled Servant Leaders as 
Positive Psychologists being conducted by Sandy Renehan, graduate 
student at Northern Illinois University. I have been informed that the purpose 
of the study is to build an understanding of the nature of leadership.
I understand that if I agree to participate in this study, I will be asked to do the 
following: complete and return three surveys.
I am aware that my participation is voluntary and may be withdrawn at any 
time without penalty or prejudice and that if I have any additional questions 
concerning this study, I may contact Sandy Renehan at [phone number] or Dr. 
Joseph Saban, dissertation chair, at (815) 455-8510. I am also aware that I 
can contact the Office of Research Compliance (815-753-8524) at Northern 
Illinois University with any questions about research participants’ rights.
I understand that the intended benefits of this study include an understanding 
of my own leadership style, as well as an expanded body of knowledge on the 
subject of leadership.
I understand that all information gathered during this experiment will be kept 
confidential and only the researcher will have access to identifying information.
I understand that my consent to participate in this project does not constitute a 
waiver of any legal rights or redress I might have as a result of my 
participation, and I acknowledge that I have received a copy of this consent 
form.
Returning the completed questionnaires will indicate the respondent has 
read the consent form and has given their informed consent to 
participate in this study.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
